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ABSTRACT 
 
The purpose of this study was to determine which specific resources contribute to the 
strategy-to-performance gap of small businesses trading in the Pietermaritzburg 
metropolitan area, from a resource-based perspective of strategic management.  
  
The research was prompted by a study conducted by Marakon Associates, the purpose of 
which was to investigate how successfully companies translate their strategies into 
performance and what steps they take to close the resulting strategy-to-performance gaps.  
The main reasons advanced for poor strategy-to-performance results are inadequate or 
unavailable resources.   
 
The research design in the study is quantitative and descriptive in nature.  The data was 
collected from a structured questionnaire comprising of 18 questions emailed to the 
owners using LimeSurvey. 
 
The findings of the survey show that the businesses surveyed lack resources, which leads 
directly to strategy-to-performance gaps.  The most important resources they lack are 
financial and human resources. 
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1 INTRODUCTION 
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1.1 INTRODUCTION 
 
This study focuses on the strategy-to-performance gap of small businesses trading in the 
Pietermaritzburg metropolitan area, from a resource-based perspective of strategic 
management. 
  
Strategy performance research has shown that there is a distinct gap between meeting the 
strategic objectives as set out in strategic plans developed by organisations and the 
ultimate financial performance of these organisations (Mankins & Steele, 2005).  The main 
reason advanced by Mankins and Steele (2005) for poor strategy-to-performance results is 
inadequate or unavailable resources.   
 
The study aims to determine which specific resources contribute to the strategic-to-
performance gap within the selected organisations.    
 
The importance of the study is that it partially replicates the study done by Mankins and 
Steele (2005) and adds to existing research in the field of strategic management.   
 
This chapter outlines the background to the study, the purpose, the problem statement, the 
objectives of the study, the research methodology and the layout of the chapters. 
 
1.2 BACKGROUND 
 
“It is also a recognised fact that one of the key ingredients of a successful strategy is that it 
should place realistic requirements on the firm’s resources” (Ehlers & Lazenby 2008: 79).  
 
This study is prompted by the research conducted by Marakon Associates in collaboration 
with the Economist Intelligence Unit, where executives from 197 companies were 
surveyed to determine how successfully companies translated their strategies into 
performance and the steps taken to close the strategic-to-performance gap (Mankins & 
Steele 2005). 
 
- 2 - 
Strategy performance research has shown that there is a distinct gap between meeting the 
strategic objectives set out in strategic plans developed by organisations and the ultimate 
financial performance of these organisations (Mankins & Steele 2005).  The main reason 
advanced by Mankins and Steele (2005) for poor strategy-to-performance results is 
inadequate or unavailable resources.  This study which builds on the work of Mankins and 
Steele aims to determine which specific resources contribute to the strategic-to-
performance gap within organisations and to contribute additional insights into the 
problem. Although these authors have identified that resources are the key reason for a 
strategy-to-performance gap shortfall of 37%, their research findings do not give specific 
details about the types of resources, and how they contribute in creating the strategy-to-
performance gap. 
 
Because the field of strategic management is wide, this study is delimited to a resource-
based perspective.  This view emerged from the early writings of Penrose (1959) and was 
further developed by Barney (1991); Grant (1991); Prahalad and Hamel (1990); Wernerfelt 
(1984), and others.  The essence of the resource-based view lies in the emergence of 
three basic types of resources, namely tangible assets, intangible assets and 
organisational capabilities, which have become the building blocks for distinctive 
competencies (Pearce & Robertson 2007).  In order to gain sustained competitive 
advantage these resources should also add value to a business.   
 
The study focuses on describing the relative importance of different types of resources and 
their impact on performance.  Performance in this context is defined as the actual 
achievement of the goals as set forth in strategic plans.  
 
1.3 PURPOSE OF THE RESEARCH 
 
The main purpose of the study is to determine the types and level of inadequate or 
unavailable resources that lead to the strategy-to-performance gap. 
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1.4 THE PROBLEM STATEMENT 
 
“The problem with strategic plans lie in their execution and the causes for the strategy not 
being realised is very often invisible to top management” (Mankins & Steele 2005).  
 
The problem with the Mankins and Steele (2005) study is that they investigated chief 
executive officers’ perceptions of gaps and did not specifically ask what these gaps were 
in terms of resources and if the CEOs objectively measured the gaps.  The real world 
problem is that gaps may be seen or perceived.  Moreover, in terms of the literature and 
with specific reference to the Mankins and Steele (2005) study, nobody asks if these gaps 
are being measured.  
 
1.5 THE OBJECTIVES OF THE RESEARCH 
 
The objectives of the study are as follows: 
• To determine the specific types of resource constraints that organisations face. 
• To determine the degree to which each type of resource constraint impacts on 
achieving promised goals. 
• To determine whether the owners objectively measure or simply perceive resource 
constraints as the main reason for not achieving promised goals. 
 
1.6 VALUE OF THE RESEARCH 
 
The senior executives of an organisation play an important role in the formulation of 
strategic plans for the organisation in order to maintain a competitive advantage over its 
competitors. 
 
The value of this study lies in describing in greater detail the strategy-to-performance gap 
in terms of the resource constraints of organisations by examining the types of resources 
that contribute to these gaps and how they are actually measured as well as the degree to 
which each type of constraint impacts on achieving promised goals. 
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1.7 RESEARCH DESIGN 
 
The research design describes the plan in which information is collected from the research 
participants (Welman & Kruger 2005).  The research plan is contained in Figure 1.2 below: 
 
Figure 1.2: The research plan 
 
 
1.8 RESEARCH PARADIGM 
 
Research is a systematic and methodical process of inquiry and investigation that 
increases knowledge and/or resolves particular problems whereas a paradigm is a 
conceptual framework for seeing and making sense of the social world (Denzin & Lincoln 
1994).   
To introduce a discussion on universal basic beliefs in research, Table 1.1 below illustrates 
the basic beliefs of alternative enquiry according to Denzin and Lincoln (1994).  
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Table 1.1: Basic beliefs (metaphysics) of alternative paradigms 
Item Positivism Postpositivism Critical Theory  Constructivism 
Ontology Naïve realism-
“real” reality 
but 
apprehendable 
Critical 
realism-“real” 
reality but only 
imperfectly 
and 
probabilistic-
cally 
apprehendable  
Historical 
realism-virtual 
reality shaped 
by social, 
political, 
cultural, 
economic, 
ethnic, and 
gender values, 
crystallised 
over time 
Relativism-
local and 
specific 
constructed 
realities 
Epistemology Dualist/objectiv
ist, findings 
true 
Modified 
dualist/objectiv
ist, critical 
tradition/comm
unity, findings 
probably true 
Transactional/
subjectivist, 
value-
mediated 
findings 
Transactional/ 
subjectivist, 
create findings 
Methodology Experimental/
manipulative, 
verification of 
hypotheses, 
chiefly 
quantitative 
methods 
Modified 
experimental/
manipulative, 
critical 
multiplism, 
falsification of 
hypotheses, 
may include 
qualitative 
methods 
Dialogic/dialect
ical 
Hermeneutical/
dialectical 
Source: Denzin and Lincoln, 1994 
 
A paradigm may be viewed as a set of basic beliefs that universally guides a researcher to 
arrive at an informed and sophisticated view about the manner in which the research is 
underpinned and conducted (Saunders et al 2009; Denzin & Lincoln 1994).   
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According to Guba & Lincoln quoted in Denzin and Lincoln (1994), basic beliefs are 
accepted on faith and there is no way to test their ultimate truthfulness.  The researcher’s 
ontological view in this study is one of objective positivism which subscribes to the belief 
that social entities exist in reality with all their structures intact enabling the production of 
valid knowledge.   The researcher’s epistemological view adopted in the study dictates that 
only observable phenomena can provide credible data or facts.  An epistemologist would 
focus on causality and generalisations and reduce the phenomena to its simplest elements 
in the causes of the strategy-to-performance gap, and the acceptable knowledge gathered 
would be regarded as real and sustainable.       
The researcher’s axiological point of view is one in which the research is undertaken in an 
open and value-free way, independent of the data, yet maintaining an objective stance and 
drawing objective conclusions from honest data collected.  Heron (1996), as quoted in 
Saunders et al (2009) argues that our values are the guiding reasons for all human action.   
 
The researcher’s methodological approach is mono-method quantitative, using only highly 
structured questionnaires to collect data.   
 
1.9 STRATEGY OF INQUIRY              
 
The research design of this study is quantitative descriptive in nature.  Data was collected 
from the owners of small to medium business in the Pietermaritzburg metropolitan area by 
means of structured questionnaires and will be analysed using mainly descriptive 
statistical methods.  Descriptive methods help us to understand the way things are 
(Welman & Kruger 2005). 
 
The study is a replication of the Mankins and Steele study, as it is important to test their 
findings in relation to generalisations, in other contexts (Babbie 2004; de Vos, Strydom, 
Fouche & Delport 2005).  The results of the Mankins and Steel (2005) survey noted eleven 
specific areas of breakdown in the performance loss of the companies surveyed.  One of 
these areas is given as inadequate or unavailable resources, which accounted for 20% of 
the 37% performance loss.  Because of the high percentage loss through lack of 
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resources, this study partially replicates the existing study to examine the types of 
resources and the impact of the resource constraints which companies experience.  
  
The study was conducted during 2012 and the extent of the study encompassed the 
Pietermaritzburg metropolitan area. 
 
1.10 RESEARCH METHOD      
 
The research method that was followed in this study is outlined in the following sub-
sections under population, sampling method, measuring instrument, data analysis, and 
rigour. 
 
1.10.1 POPULATION 
 
The target population refers to a group of specific population elements that are applicable 
to this study (Zikmund 2003). 
 
In this study the target population are owners of small to medium businesses in the 
Pietermaritzburg metropolitan area who form part of the current membership data base of 
the Pietermaritzburg Chamber of Business (PCB). 
 
1.10.2 SAMPLING METHOD 
 
A sample can be described as a subset or a part of a larger population (Zikmund 2003).  A 
non-probability, purposive homogeneous sample was drawn from the sample frame 
consisting of members belonging to the Pietermaritzburg Chamber of Business.   
 
1.10.3 MEASURING INSTRUMENT 
 
The measuring instrument serves as a reliable source for data collection (Welman & 
Kruger 2005), and Leedy (1997) refers to a questionnaire as an instrument used for 
observing data beyond the reach of the observer or researcher. 
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 In this study the measuring instrument was a questionnaire which was electronically 
mailed to the owners of small to medium businesses in Pietermaritzburg, for completion on 
LimeSurvey. 
 
The questionnaire was divided into three sections, firstly requesting company information, 
secondly strategic goals and targets and, thirdly resource types.  
 
1.10.4 DATA COLLECTION 
 
According to Cooper and Schindler (2001), data includes facts collected from participants 
or observations together with published information, and is categorised as primary and 
secondary data.  The data collected in this study is primary data from an online 
questionnaire which comprised structured questions. 
 
The following data is collected: 
 
• Company information - This included data such as the name, address, type of 
ownership, number of years the business has been owned, type of business activity, 
and number of employees. 
 
• Strategic goals/targets - This section dealt with the strategic goals and targets of the 
organisation. Data was collected on who is responsible for setting strategic goals, 
whether they develop the goals, the organisation’s goal setting practices, how often 
performance is measured against strategic goals, the communication of goals to staff, 
the impact of resources on the goals, and to what extent inadequate resources 
contribute towards the performance gap of the organisation. 
 
• Resource types - The aim of this section was to measure the tangible and intangible 
assets, and capabilities that the organisation does not possess, and the degree to 
which the lack of these resources contributes to the performance gap of the 
organisation.   
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1.10.5 DATA ANALYSIS 
 
Data analysis refers to the application of logic and reason to refine and interpret collected 
data (Zikmund 2003).  The collected data was analysed using a Statistical Package for 
Social Sciences (SPSS). 
 
The data was analysed using graphical and descriptive analysis together with the following 
tests:   
 
• Cronbach’s internal consistency and reliability estimate. 
• Kolmogorov Smirnov test.  
• Kruskal Wallis test – Simultaneous component analysis. 
• Kaiser-Meyer-Olkin factor analysis. 
 
The validity and reliability of the data was established using statistical tests such as 
Cronbach’s internal consistency and reliability estimate and Kaiser-Meyer-Olkin and 
Bartlett’s validity tests. 
 
1.10.6 RIGOUR 
 
Validity refers to the extent to which an empirical measure adequately reflects the real 
meaning of a concept under consideration (Babbie 2004).  Validity in relation to this study 
refers to the ability of the questionnaire to measure what it was intended to measure and 
that the findings represents the reality of what was measured Saunders et al (2009).                                                 
 
According to De Vos, Strydom, Fouche, and Delport (2005), reliability is defined as the 
stability or consistency of an instrument.  Reliability is also the extent to which the 
independent administration of the instrument will yield a similar or the same results under 
comparable situations (De Vos, Strydom, Fouche, & Delport 2005). 
 
 
According to Mitchell (1996) the test, re-test, internal consistency and alternative form are 
four common approaches to assessing reliability.  In this study the pilot tested the 
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consistency of the questionnaire as it was impractical, under the circumstances, to 
administer the questionnaire twice.  It was expected that the time delay and changing 
circumstances in a repeat would have lowered the likelihood that the respondents would 
answer in the same way. 
 
Internal validity must adequately cover the investigating questions that are formulated after 
a review of the literature and in consultation with the supervisor.  This will ensure that the 
questions will enable the researcher to adequately predict and measure the causes of the 
strategy-to-performance gap. 
 
1.11 ORGANISATION OF CHAPTERS 
 
The chapters in this study are organised in the following manner: 
 
• Chapter one - This chapter focuses on the background to the study, the purpose of the 
study, the problem statement, the objectives and value of the study, research design, 
research paradigm, strategy of inquiry, and an outline of the research method. 
 
• Chapter two – This chapter consists of a literature review which covers the resource-
based view of strategic management, the definition(s), history, types of resources plus 
their value and limitations, performance management, the narrowing of the strategy-to-
performance gap, and the research that has examined this  gap. 
 
• Chapter three – This chapter focuses on the research design, population and sampling 
method, the research instrument, limitations of the design, methods to ensure validly 
and reliability, and ethics. 
 
• Chapter four – This chapter presents and discusses the findings. 
 
• Chapter five – This chapter concludes the discussions and recommendations. 
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2 LITERATURE REVIEW – RESOURCE-BASED VIEW 
 
The main sections of this chapter are depicted in Figure 2.1 below. 
 
Figure 2.1: Layout of Chapter 2 
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CHAPTER 2: LITERATURE REVIEW – 
RESOURCE BASED VIEW 
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2.1 LITERATURE REVIEW APPROACH 
 
The literature search followed the typical format of literature review in research (Babbie 
2004; Sharp, Peters & Howard 2002).  Amongst the types of literature suggested by Sharp 
et al (2002) are: 
 
• Articles in academic and professional journals  
• Reports 
• Books  
 
The period considered in the literature search ranges from 1984 to 2012.  The reason for 
investigating older literature is that the resources-based view of strategic management 
was developed over a considerable amount of time and recognised authors developed  the 
theory during the 1990’s.  The most recent paper is dated 7th October 2011.  
 
The electronic data bases consulted were Harvard Business School, Jstor, Wiley 
InterScience, Elsevier Science Limited, EBSOHost (Business Source Complete), 
ProQuest, and Sabinet. 
 
The criteria for the conducted searches are the following: 
• The strategy-to-performance gap 
• The strategy-to-performance gap in RBV 
• Implementation failure 
• The failure of implementation of strategic plans 
• Barriers for and against implementation failure 
• The failure of strategic plans 
• The resource-based view 
• Types and value of resources 
 
The search hit rate varied greatly between 131 items and 2 330 in the case of "failure of 
strategic plans".  The searches were thus narrowed down to what was considered to be 
appropriate to the study. 
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The search for material was extended beyond strategy-to-performance gap, as it was 
found that the performance gap was mostly covered under the topic of "why 
implementation of strategic plans fails".   
 
Google scholar was used to identify titles and authors, and relevant reference books were 
obtained from UNISA and the University of KwaZulu-Natal libraries. 
 
2.2 INTRODUCTION 
 
The previous chapter provided an introduction to the study.  This included the background 
to the study, the problem statement, the objectives of the study, the research design, the 
research methodology, and the general layout of the chapters. 
 
In this chapter the relevant literature is reviewed to provide an understanding of strategic 
management from a resourced-based perspective.  The strategy-to-performance gap 
experienced by organisations which results in them not realising their planned strategic 
goals is also reviewed.  The following mind map illustrates how the various literature 
review subsections build up to, and lead to a better understanding of the central theme, 
which is based on the resource-based view as it relates to this study. 
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Figure 2.2.  The literature review flow chart 
 
 
The literature review flow chart in Figure 2.2 depicts an outline of the sub-sections of this 
chapter.  The review commences by providing a table of terminology as it applies in the 
study.  Since the resource-based view of strategic management evolved over a period of 
time, the next section shows the historic periods of its development during the 1990s. 
 
The resource-based view has at its core the utilisation of resources employed by an 
organisation (Penrose 1959; Wernerfelt 1984; and Barney 1991).  These resources should 
have inherent value as well as limitations both of which are discussed in respective sub-
sections.  In harnessing these resources they need to be actioned to provide a competitive 
advantage (Peteraf 1993).  One method of accomplishing this is described in the section 
on performance management.  
  
The literature also sets out the strategy-to-performance gap as it relates to inadequate or 
unavailable resources, and lastly, a review section on research as it impacts on strategic 
implementation failure which leads to or results in the strategy-to-performance gap. 
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2.3 DEFINING STRATEGIC MANAGEMENT 
 
A number of schools of thought and researchers have contributed to the emergence of the 
complex and dynamic topic of strategic management, (Hermann 2005).    
 
For the purpose of this study, and because there are many definitions, the key terms of 
strategic management are contained in Table 2.3.  
 
Table 2.3: Table of terminology 
Name  Definition Reference 
Strategic Management The process whereby all the 
organisational functions and resources 
are integrated and coordinated to 
implement formulated strategies which 
are aligned with the environment in order 
to achieve the long-term objectives of an 
organisation and therefore gain a 
competitive advantage through adding 
value for its stakeholders. 
Ehlers and 
Lazenby 2008 
Strategy Is the direction and scope of an 
organisation over the long-term, which 
achieves advantage in a changing 
environment through its configuration of 
resource  and competences with the aim 
of fulfilling stakeholder expectations. 
Johnson, Scholes 
and Whittington, 
2005 
Strategy Formulation Guides executives in defining the 
business their firm is in, the ends it seeks, 
and the means it will use to accomplish 
these ends. 
Pearce and 
Robinson,  2007 
Strategy Execution This involves the implementation of the 
chosen and intended strategy, translated 
into daily guidelines for staff members. 
Pearce and 
Robinson,  2007 
Strategic Control Monitoring the extent to which the strategy 
is achieving the objectives and suggesting 
corrective action (or reconsideration of 
objectives) 
Johnson, Scholes 
and Whittington, 
2005 
Performance Deliver the performance as forecast in the 
strategic plan. 
Mankins and 
Steele, 2005 
Strategy-to-performance 
gap 
When the intended strategy and realised 
strategy do not coincide. 
Mankins and 
Steele 2005 
Resource Based View A method of analysing and identifying a 
firm’s strategic advantages based on 
examining its distinct combination of 
assets, skills, capabilities, and intangibles 
as an organisation 
Pearce and 
Robinson 2007 
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Name  Definition Reference 
Performance Management A strategic and integrated approach to 
increase the effectiveness of companies 
by improving the performance of the 
people who work in them and developing 
the capabilities of teams and individual 
competencies. 
Armstrong and 
Baron 1998 
Strategic Implementation The process that turns strategic plans into 
a series of action tasks, and ensures that 
these tasks are executed in such a way 
that the objectives of the strategic plans 
are achieved. 
Ehlers and 
Lazenby 2008 
 
2.4 HISTORY OF STRATEGIC MANAGEMENT 
 
The previous section outlined the key terminology of strategic management used in this 
study.  Just as  there are different terms that may be applied to strategic management, so 
too the development of strategic management has evolved over a period of time, leading 
from corporate strategy and growth to strategic management content and process, to 
competitive advantage development and finally, to a resource-based view of resources 
and capabilities development in strategic management.  
 
Strategic management has its origins in the military dating back to 503BC.  The word 
“strategy” is derived from the ancient Athenian title “strategos” which refers to a supreme 
commander in the Athenian armed forces (Louw & Venter 2007).   
 
Strategic management has evolved over many years, particularly in the modern era as 
described by Wren (1994).  An abridged history of strategic management in Table 2.4 
illustrates the resourced-based view developed in the 1990’s, and the key strategic 
concepts, tools, and techniques held by that view (Melé & Guillén 2006). 
 
Table 2.4: Abridged history of strategic management 
Period 1960’s 1970’s 1980’s 1990’s 2000 
Label Definition of 
Strategy 
Conceptualising 
Strategic 
Management 
Industrial 
Organisation 
Economics View 
of Strategy 
Resource-
based View of 
Strategy 
New Paradigm 
for Strategic 
Management 
Some Chandler (1962) Rumelt (1974) Porter (1980) Bartlett (1979) Nonaka (1991) 
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leading  
authors 
Ansoff (1965) 
Learned et al. 
(1965) 
Andrews (1971) 
Mintzberg (1978) 
Ansoff (1979) 
Porter (1986) and Ghoshal 
(1986) 
Wernerfelt 
(1984) 
Barney (1991) 
Prahalad and 
Hamel (1990) 
Hammel (2000) 
Pfeffer and 
Sutton (2000) 
Dominant 
themes 
Corporate 
strategy, 
planning and 
growth 
Strategic 
management 
content and 
process 
Competitive 
advantage 
development 
Resources and 
capabilities 
development 
Learning, 
knowledge and 
innovation 
Rationale Strategy as a 
rule for making 
decisions 
Evaluation and 
implementation of 
critical aspects of 
formulated 
strategy 
Five forces 
analysis of the 
industry 
attractiveness to 
develop 
competitive 
advantage 
through generic 
strategies 
Valuable, rare 
and costly to 
imitate 
Resources 
without close 
substitutes can 
be sources of 
sustained 
competitive 
advantage 
Dynamic 
strategic model 
by which firms 
obtain valuable 
information, 
create 
knowledge and 
accumulate 
intangible 
capabilities in a 
process of 
learning 
Strategic 
concepts, 
tools & 
techniques 
SWOT; 
Experience 
Curve; Growth 
Share Matrix 
Value Chain 5 Forces model 
Strategic choice 
Core 
competence 
Value System; 
VRIO; Game 
Theory 
New integrated 
Information 
Technology 
Systems 
Source: Melé and Guillén, 2006 
 
Having considered a brief history of the development of strategic management, the 
following section focuses on the resource-based view that emerged during the 1990s. 
 
2.5 RESOURCE-BASED VIEW 
 
In the previous section an abridged history of strategic management and the evolution of 
different types was given culminating in the resource-based approach in the 1990’s. This 
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view has made a significant contribution to the understanding of strategic management 
processes. 
 
The resource-based view is relevant to this study because a combination of assets, skills, 
capabilities, and intangible resources lead to competitive advantages in business but 
resources are not limitless.  It is a method of analysing and identifying an organisation’s 
competitive advantage based on examining the distinct combinations in the use of its 
resources, namely assets, skills, capabilities, and intangibles as a whole within the 
organisation (Daft 1983; Grant 1991; Pearce & Robinson 2007; Rumelt 1984 in Foss 1997; 
Wernerfelt 1984).  Amit and Schoemaker (1993) extend the definition of resources to 
include resources and capabilities which is based on the assumption that an organisation’s 
resources and capabilities are the true source of competitive advantage (Rumelt 1991; 
Thompson & Martin 2007; Wernerfelt 1984).  However, short term competitive advantages 
must be transformed into sustainable competitive long term advantages and this requires 
that the resources be heterogeneous in nature and imperfectly mobile (Peteraf 1993). 
 
Barney (1991) describes competitive advantage as “implementing a value creating 
strategy not simultaneously being implemented by any current or potential competitors”, 
and sustained competitive advantage as “implementing a value creating strategy not 
simultaneously being implemented by any current or potential competitors and when these 
other firms are unable to duplicate the benefits of this strategy”.  Furthermore, company 
resources that generate core competencies have value when they meet certain criteria 
such being valuable, being scarce, drive profit, and are durable (Arend & Levesque 2010; 
Barney 1991; Pearce & Robinson 2007). 
 
The early authors who wrote about the resource-based view are Barney (1991), Prahalad 
and Hamel (1990) and Wernerfelt (1984), but the origins of RBV can be traced back to 
Edith Penrose (1959).  Her objective, as described in a book titled The Theory of the 
Growth of the Firm, was to understand the process that makes a firm grow, and the limits 
of this growth (Barney 2001; Hitt, Freeman & Harrison 2001; Penrose 1959).     
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2.6 TYPES OF RESOURCES 
 
The previous section outlined that, according to the resource-based view,   resources are 
not limitless and need to be utilised in such a way as to gain the best competitive 
advantage.   This section outlines the different categories into which resources fall.   
 
The three basic resources that are focused on and measurable are: tangible assets, 
intangible assets, and organisational capabilities (Grant 2005; Pearce & Robinson 2007).  
Table 2.5 sets out in more detail how these three basic resources are classified. 
 
Table 2.5: Classifying the firm’s resources 
Resource Examples Indicator 
TANGIBLE ASSETS   
• Financial 
• Physical 
    
• Financial position 
• Cash reserves 
• Physical resources                                                    
Property, plant and 
equipment 
• Reserves of raw 
materials 
• Technology 
 
• Cash flow 
• Profitability 
• Solvability
• Liquidity 
• Market value of 
assets 
• Capital equipment 
INTANGIBLE ASSETS   
• Technological 
• Critical in creating competitive 
advantage 
• Intellectual property 
• Knowledge and skills 
of employees 
• Reputation with 
customers, suppliers, 
banks, financiers and 
employees 
• Brand names 
• Patents and 
copyrights 
• Brand recognition 
• Brand equity 
• Corporate reputation 
ORGANIZATIONAL CAPABILITIES   
 • Skills: the ability and 
ways of combining 
assets, people and 
processes 
• Transforming inputs 
• Glue that binds the 
organisation together 
• Efficiency 
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into outputs 
Source: Adapted from Pearce and Robinson (2007:166) and Ehlers and Lazenby (2007:85) 
 
On their own, these resources are of little value to the generation of competitive advantage 
of an organisation; they also require capabilities to harness and effectively bring together 
all assets to best advantage. 
   
2.7 VALUE OF RESOURCES 
 
Resources need to be valuable and unique to add value and maintain sustained 
competitive advantage for a firm. The characteristics of valuable resources are their 
scarcity, their being critical, their ability to drive profits, and that they are durable over time 
(Pearce & Robinson 2007). 
  
This means that resources are valuable when few others possess these resources or skills 
which are sustainable over time.  A critical resource is one that is unique to the firm and is 
employed to meet customer demands.  In addition the resource should drive a key portion 
of overall profits in a controlled manner (Pearce & Robinson 2007).  
 
Barney (2001a) states that a firm’s resources and capabilities are valuable if they can 
reduce costs and increase revenue compared to the case if they had not possessed these 
resources.  Resources also differ between firms and are used in different ways even 
amongst firms that manufacture similar products. 
 
Barney (2001a) developed a value, rarity, inimitability and organisational appropriability 
framework (VRIO) to analyse the internal strength and weaknesses of firms based on 
assumptions of heterogeneity and resource mobility.   This framework is also supported in 
the writings of Arend and Levesque (2010) and mentioned in the earlier writings of Amit 
and Schoemaker (1993). 
 
The VRIO framework consists of four criteria, namely: 
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1 Value – The resource must provide a cost advantage which is translated into 
demand for the product. 
2 Rarity – The resource must only be held by the firm or a small number of other 
firms. 
3 Imitability - The resource must be difficult to imitate or substitute and thus be 
protected. 
4 Organisation – The resource must produce value to the firm. 
 
“Our interpretation of RBV’s core theoretical relationship is this:  VRIO are individually 
necessary and collectively sufficient resource characteristics to provide the firm accessing 
that resource with sustained competitive advantage” (Arend & Levesque 2010: 915). 
 
2.8 LIMITATIONS OF RESOURCE-BASED VIEW 
 
In considering resources and the value they should have, there will always be criticisms 
and limitations in their applications, as viewed by some authors.  The resource-based view 
is no exception.  A few of these limitations are described in the next paragraph. 
 
The RBV is a method used to determine the strategic resources that are available to a 
company, that they are valuable, and that they are at the firm’s disposal (Rumelt 1984 in 
Foss 1997; Wernerfelt 1984).    Priem and Butler (2001b) argue that it is merely duplicating 
the same theory over and over again in different work; that the strategy is self-verifying 
and circular and therefore operationally invalid.  Different configurations of the same 
resources can generate values which do not lead to competitive advantage (Priem & 
Butler 2001a).  The article by Barney (2001a) is limited to discussing the value of the 
resources to the detriment of product markets, which is not developed in the argument 
(Priem & Butler 2001a). 
 
Barney (2001a) highlights three of the most important limitations with respect to the VRIO 
framework, namely: 
 
1 Sustained competitive advantage and environmental upheaval 
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Sustained competitive advantage does not last forever and competitive threats in 
the market mean that firms must modify resources to continue to derive competitive 
advantage.  
2 Managerial influence 
Managers have limited ability to create sustained competitive advantage.  This is 
known as the “imitability paradox”: The less costly it is to develop or acquire 
resources, the less likely it is that these resources will result in sustainable 
competitive advantage. 
3 The unit of analysis 
A firm is made up of a bundle of resources and capabilities but the return potential 
is measured in one bundle at a time making it difficult to assess intra-organisational 
value. 
 
The limitations of the RBV bring about challenges for an organisation on how best to 
achieve its goals.  One such challenge lies in performance management to bring about a 
structured way forward. 
 
2.9 PERFORMANCE MANAGEMENT 
 
2.9.1 INTRODUCTION 
 
In the previous section the types, value, and limitations of resources available to an 
organisation were dealt with.  The organisation needs to manage these resources in a 
structured and coherent manner.  Performance becomes instrumental as a means to 
reach strategic goals set by the organisation.  Performance management, therefore, is a 
process to facilitate the measurement and management of performance by employees to 
meet strategic goals.  However, Otley (1999) states that it is recognised that “performance” 
in itself is an ambiguous term with no exact definition. 
 
In considering the formulation of strategic goals and their future attainment  which 
ultimately leads to the  strategy-to-performance gap, it is essential that the organisation 
has a mechanism in place to direct the employees towards meeting the goals that it has 
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set itself.  In performance management there are two important concepts to achieve this, 
namely, performance and competence.  These activities are inextricably linked.    
 
2.9.2 DEFINITION AND CONCEPTS 
 
Bititci, Carie and McDevitt (1997) define performance management as a “process by which 
the company manages its performance in line with its corporate and functional strategies 
and objectives” 
 
Other writers define performance management as “the process of qualifying the efficiency 
and effectiveness of action”, and a performance measure as “a metric used to qualify that 
action” Sousa, Askinwall and Rodriques (2006:121).   
 
Performance management incorporates performance measurement as a practical and 
technical exercise and should be the focus in organisations (Otley 1999).  It is a holistic 
process of people management in which the primary objective is the establishment of a 
culture in which individuals and groups take responsibility for the achievement of high 
levels of organisational performance through enhanced and full utilisation of their own 
skills, behaviour and contributions.  According to Mabey, Salamon and Story (1999), 
performance management refers to a set of techniques and procedures which share the 
common features of: 
 
• providing information on the contribution of human resources to the strategic objectives 
of the organisation 
• forming a framework of techniques to secure maximum achievement of objectives for 
given inputs, and  
• providing a means of inspecting the functioning of the process links which deliver 
performance against objectives. 
 
Performance management applies two important concepts: 
 
• Performance – the achievement of agreed targets 
• Competence – the ability to develop skills and knowledge to survive.  
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According to Sink (1991)  it would seem that performance measurement is complex, 
frustrating, difficult, challenging, important, abused, and misused. . Lord Kelvin claims, “if 
you cannot measure it, it does not exist” (Lebas 1996), and Otley (1999) states that it has  
no exact definition.  Halachmi (2005) provides a list of reasons in support of performance 
management and  its introduction as a method to improve performance.  They are: 
 
• If an element is understood, it can be measured 
• If it can be measured, it can be controlled 
• If it can be controlled, it can be improved. 
 
It follows that few people agree on what performance really means; it could be anything 
from efficiency, robustness or resistance, return on investment, or virtually any other 
definition.  Lebas (1995) states that performance is about the future, not the past; its 
purpose is to create and shape the future of an organisation. 
 
The concept of performance management is important to SMEs in Pietermaritzburg as it is 
a mechanism used to set and attain their goals.   In addition, it assists them in developing 
the required skills and knowledge for the most efficient use of resources in order to survive 
in very competitive business environments.   
 
2.9.3 PURPOSE OF PERFORMANCE MANAGEMENT 
 
The previous section gave an introduction to performance management.  In this section 
the purpose of performance management is considered in terms of achieving an 
organisation’s goals. 
 
Good performance systems within the organisations that have been surveyed have the 
following purpose: 
 
1. Help managers to understand the organisations missions. 
2. Set targets and standards for teams that focus on objectives, targets, and standards for 
individual jobs. 
3. Ensure that clear measures are set for the above. 
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 An organisation’s strategic goals are thus likely to give direction to all levels of 
management and staff, and prevent them from pursuing individual agendas while lacking 
strategic direction. 
 
A performance management framework should include the following elements (Busi and 
Bititci 2006):  
 
• A structured method to develop a performance measurement system. 
• A structured management-process for using the information provided from performance 
measurement to make operational and strategic decisions. 
• A set of specifications for the necessary tools used in data gathering, processing, and 
analysis. 
• Guidelines on how to apply the information and knowledge available from the 
measurement framework.  
• A process to constantly review and update measures to reflect up to date and real time 
information. 
 
The ultimate purpose of the process is to improve company performance in a structured 
manner from which all SMEs can benefit. 
 
2.9.4 BENEFITS OF PERFORMANCE MANAGEMENT 
 
The organisation as a whole benefits from an effective performance management system 
because it serves as a method of formalising and improving communication between 
owners, managers, and subordinates to provide clear guidance on objectives to achieve 
organisational goals and eliminate misconceptions. 
 
Performance management has the following benefits:  
 
• Jobs have clear objectives and targets. 
• Processes can be re-engineered and standards clearly set. 
• Clear measures are formulated. 
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• Organisational goals and unit or business goals are effectively aligned. 
 
Organisations would benefit from clear performance management systems that enable 
them to meet their needs and form workable plans of action (Anderson 1993).  This would 
assist organisations to objectively measure rather than perceive resource constraints as 
the main reason for not achieving goals. 
 
According to Neale (1991) successful management systems are found in organisations 
where performance becomes one of the values of the organisation and these values are 
executed in daily tasks.  Organisations develop good strategies but often fail to implement 
them through ineffective use of resources and management which ultimately leads to a 
performance gap. 
 
2.10 THE STRATEGY-TO-PERFORMANCE GAP 
 
2.10.1 INTRODUCTION 
 
“The good leader builds high levels of commitment and resolve, which is important, but 
ultimate success depends on discipline and the right implementation framework” (Miller 
2002). 
 
This study is not centred on techniques to analyse and formulate strategy, such as a 
SWOT analysis, Porters competitive strategies, the 7S sample frame, or Kaplan’s balance 
scorecard, but considers the failures to implement strategy and identifies the resources 
that lead to strategy-to-performance gap, and the reasons for this gap.    
 
Successful implementation of strategies is fraught with many difficulties.  If one considers 
strategic management as a process of clear steps consisting of formulation, 
implementation, and assessment steps, it follows that organisations face problems in each 
of these steps to achieve their formulated goals (Kalali 2011). 
 
Research by Mankins and Steele shows that problems such as inadequate or unavailable 
resources and poorly communicated strategies  are amongst the eleven reasons 
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described in their study which leads to  a 37% average performance loss.  This fosters a 
culture of underperformance.  According to Miller (2002), most independent research 
shows that the failure rates amount to 70%.  According to Johnson (2005) 66% of 
corporate strategies are never implemented.  Moreover, the Gartner Group (2000) found 
that for major corporate IT system investments: 
 
• 28% are abandoned before completion 
• 46% are behind schedule or over budget 
• 80% are not used in the way they were intended to be or not used at all after six 
months. 
 
The shortfall is sufficiently serious to elicit strong terminology from researchers such as 
“killers, confrontation and engagement” by Beer and Eisenstat (2000), “conquering the 
gap” by Mankins and Steele (2005) and “blocking and tackling” by Porter and Harper 
(2003) and Crittenden and Crittenden (2008). 
 
Based on the literature reviewed, the following section considers the reasons and factors 
for strategy implementation failure, and the findings of research conducted on the strategy-
to-performance gap. 
 
2.10.2 MANKINS AND STEEL (2005) 
 
The study by Mankins and Steele supports the notion that most of the companies 
surveyed struggled to achieve their desired financial performance.  The processes they 
developed for producing strategic plans and the monitoring thereof made it difficult to 
determine whether the strategic-to-performance gap was a result of poor planning, poor 
execution, both or neither.  This fostered a culture of underperformance (Mankins & Steele 
2005). 
 
The findings of Mankins and Steele (2005) revealed that less than 15% of companies 
compare their business results against performance forecasts and that multiyear results 
rarely meet projections.  They also found that few companies routinely monitor actual 
versus planned performance.  A great deal of value is lost in translation of plans because 
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strategies are approved but poorly communicated to lower levels in the organisation, 
where employees often do not  know what they need to do, when they need to do it, or 
what resources will be required to deliver on  the approved strategies.  It becomes clear 
that resources are a significant performance barrier both in their effective use and the lack 
of availability of resources to the organisation.  Furthermore,  performance bottlenecks are 
frequently invisible to top management because the processes they use to develop plans, 
allocate resources, and track performance make it difficult to discern the reasons for the 
strategy-to-performance gap, which stems from either poor planning, poor execution, both, 
or neither. 
 
Resources are seen as the key reason for underachievement, but the Mankins and Steele 
study does not give specific details of which types of inadequate or unavailable resources 
are examined and how they individually contribute in creating a performance gap. 
 
The Marakon study shows an average performance loss of 37% and lists specific factors 
that lead to the strategy-to-performance gap shortfall.  Among these eleven factors 
accounting for the performance loss inadequate or unavailable resources accounts for 
7.5% of the 37% performance loss.   
 
Companies are however able to address the factors accounting for the performance loss 
and thereby close the strategic-to-performance gap.  Mankins & Steele (2005) suggest 
that instead of focusing on their planning and execution processes separately, these 
companies should raise standards for both planning and execution simultaneously and 
create clear the links between them.  
 
2.10.3 FACTORS RELATING TO THE FAILURE OF STRATEGIC IMPLEMENTATION 
 
From a discussion on the strategy-to-performance gap in the previous section, the focus 
now turns to the factors related to the failure of strategic implementation. 
 
Kali, Anvari, Pourezzat and Asjerdi (2011) identified 16 factors that are related to strategic 
implementation failure.  Table 2.4 sets out these 16 factors which emerged from various 
studies as the main reasons for strategic implementation failure. 
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The important themes are firstly, that resources are limited for effective strategic decision 
implementation and, secondly, that there is poor communication at all levels, from the 
highest to the lowest, which in turn leads to uncertainty about intended strategies, what to 
do, when to do it, and which of the limited available resources are required to deliver on 
strategic goals.   
 
Table 2.6.  Definitions of the factors related to the failure of strategic decision implementation  
1 Resource limitation Money, material, and human resources are 
insufficient for strategic decision implementation. 
2 Background Organisation is notorious for being unsuccessful in 
implementing its strategic decisions. 
3 Poor and improper 
communications 
Information and knowledge transfer is poor in the 
various units of the organisation. 
4 Conflicting goals and priorities  Goals and strategies of the organisation are multiple 
and divergent from each other. 
5 Environmental uncertainty Unpredicted problems emerge while implementing 
the strategies. 
6 Disharmony Coordination of executive activities is poor and 
inefficient. 
7 Incapable human resources The employees who are involved in the strategy 
implementation lack necessary capabilities. 
8 Improper management team Leadership and guidance from managers in all levels 
of the organisation is not enough or inappropriate. 
9 Inefficient operational planning Activities and key duties are not defined in sufficient 
detail. 
10 The lack of support by senior 
managers 
The CEO, the members of the board of directors, or 
top level managers do not support the strategy 
implementation adequately.  
11 Non-assessability of 
implemented strategic 
decisions 
The criteria for the success of strategic decisions are 
not definite and clear. 
12 Non-acceptor organisational 
culture 
Beliefs and values of the employees in the 
organisation are in conflict with implementing the 
considered strategy. 
13 Divergent organisational The current organisation structure prevents the 
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structure implementation of the strategy. 
14 Non commitment of decision 
makers 
Decision makers do not have enough commitment to 
implement the strategy. 
15 Unclear strategy The decided strategy is not clear and well-defined. 
16 Non-convergence of 
organisational varied aspects 
to considered strategy 
There is no alignment between processes, work 
systems, and other dimensions of the organisation 
and organisational strategy. 
Source: Kalali, Anvari, Pourezzat and Dastjerdi (2011) 
 
The abovementioned 16 factors were determined as a result of an exploratory factor 
analysis where the variables were categorised into four dimensions, namely contextual, 
content, operational, and structural dimensions (Kalali, Anvari, Pourezzat and Dastjerdi, 
2011).   The findings of their study indicate that lack of resources leads to the strategy-to-
performance gap.  The study refers to lack of resources as a resource barrier which is 
categorised as an operational dimension.  Operational dimensions are resource 
limitations, improper management teams, inefficient operational planning, and poor and 
improper communications.  Apart from the resource limitation, eight of the factors refer to 
managerial problems and two to capabilities, which supports the argument made by Fahey 
& Smithee (1999) that capabilities are considered to be the most potent source of 
competitive advantage. 
 
2.10.4  RESEARCH ON STRATEGIC IMPLEMENTATION FAILURE 
 
A great deal of research has been conducted on the failure of achieving strategic goals set 
by organisations.  The authors and reasons for implementation failure are set out in Table 
2.7 below.   
 
Table 2.7.  Authors and reasons for failure of strategy implementation 
Author Reasons for Failure of Strategy Implementation 
Alexander (1985) Twenty-two most frequent strategy implementation 
problems. 
Al-Ghamdi (1998) Fifteen potential implementation problems. 
Beer & Eisenstadt (2000) The six silent killers. 
Calagan (2009) The skills gap organisation experiences. 
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Crittenden & Crittenden 
(2008) 
Eight levers of strategy implementation. 
Davies (1993) Common patterns of strategic success and failure. 
Drucker (1973) The performance gap in management science. 
Galagan (2010) Bridging the skills gap. 
Hambrick (1995) Five major problems with top management teams. 
Heide, Grønhaug & 
Johannessen (2002) 
Implementation barriers. 
Lin & Tseng (2005) Five knowledge management gaps. 
Miller (1997) Five enabling factors. 
Miller (2002) Nine change factors to be monitored. 
Oliver & Garber (2001) Ten most common strategic planning mistakes. 
Olsen & Boxenhaum (2009) Organisational barriers to implementation. 
Parasuraman, Berry & 
Zeithaml (1988) 
The SERVQUAL.  
Seven service performance gaps. 
Porter & Harper (2003) Five key principles in doing things right in tactical 
implementation. 
Sandelands (1994) Avoiding problems in implementing strategy. 
Strategic Management: 
success or failure (1998) 
Four areas that contribute to poor strategic performance. 
Tait & Nienaber (2006) Exploring the strategy-to-performance gap: The case of four 
South African life insurers. 
Wernham (1984) Bridging the awful gap between strategy and action. 
Problems of implementation at British Telecommunications. 
Wery & Waco (2004) Why good strategies fail. 
Wessel (1993) Frequent organisational barriers to strategy implementation. 
 
The most common themes that flow from the above, are the following: 
 
• The capabilities of employees and communication with employees are insufficient 
(Alexander 1985; Al-Ghamdi 1998; Beer & Eisenstadt 2000; Crittenden &Crittenden 
2008; Drucker 1973; Heide et al 2002; Lin & Tseng 2005; Wernham 1984) 
• Tasks are not defined in enough detail (Alexander 1985; Al-Ghamdi 1998; Crittenden 
&Crittenden 2008; Miller 1997) 
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• Implementation takes more time than originally allocated (Alexander 1985; Al-Ghamdi 
1998) 
• New unidentified problems emerge during the implementation (Alexander 1985; Al-
Ghamdi 1998; Porter & Harper 2003) 
• Coordination of implementation activities is not effective (Alexander 1985; Al-Ghamdi 
1998; Crittenden &Crittenden 2008; Hambrink 1995; Miller 1997; Oliver & Garber 2001) 
• External influences impact on implementation (Alexander 1985; Al-Ghamdi 1998; 
Davies 1993; Drucker 1973; Hambrick 1995; Heide et al 2002; Lin & Tseng 2005; 
Olsen & Boxenhaum 2009; Wernham 1984) 
• Training is lacking (Alexander 1985; Crittenden & Crittenden 2008; Heide et al 2002; 
Sandelands 1994; Wessel 1993) 
 
The following subsections deal with the resource-based view of strategic performance and 
the important role of management and leadership in implementing strategy.  
 
2.10.4.1 Resource based view and strategic performance 
 
The resource-based view (Daft 1983; Grant 1991; Pearce & Robinson 2007; Rumelt 1984 
in Foss 1997; Wernerfelt 1984) suggests that there is a link between resources and 
strategic performance which is supported by Sirman and Hitt (2003).  The literature in 
Table 2.7 offers different explanations as to how resources affect performance.  Miller and 
Shamsie (1996) contend that different types of resources in different environments lead to 
different performances, whereas Hitt, Bierman, Shizu and Kochlar, (2001) contend that 
human capital has direct and indirect effects on performance.   Brush and Artz (1999) 
argue that firm-specific resources and capabilities are required by the industry to affect 
performance. 
 
2.10.4.2 The role of management in implementing strategy 
 
According to Priem and Butler (2001a) without the direct involvement of management at all 
levels, none of the available tangible and intangible resources and capabilities can be 
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effectively integrated and deployed.  In practice, poor implementation can undermine good 
strategy (Bonoma 1984; Bonoma and Crittenden 1988; Cravens 1998).  Duck (1998) notes 
that  months of drafting vision can be bogged down in the muddy terrain that separates 
formulation of strategy from implementation of strategy. 
 
In practice it is usually impossible to attain original goals though many organisations come 
close to attaining what they set out to achieve (Miller 1997).   
 
According to Miller (1997) not all objectives are completed, achieved, or are acceptable.  It 
is wishful thinking to expect that all goals are completed, achieved or are acceptable but 
outlines that successfulness of implementation comprises of completion of objectives 
within the expected time.  Miller defines achievement as being the degree to which that 
which was implemented performs as was reasonably intended, and acceptability as having 
regard to the degree to which the method of implementation and the outcomes are 
satisfactory to those involved in, or affected by, the implementation. 
 
From the literature reviewed by the authors in Table 2.5, it was found that the most 
important reasons for failure to attain strategic goals are lack of capabilities within 
organisations, followed by poor communication at all levels within the organisation be it on 
a vertical or horizontal plane.  These problems appear consistently as organisations 
attempt to balance their resource requirements, fixed assets, intangible assets, and 
capabilities to attain a competitive edge in an ever changing aggressive and competitive 
market. 
 
Significantly, the next most often stated reason for failure is lack of leadership followed by 
external or environmental influences over which the organisation has no control.  
 
According to Miller (1997), managers cannot control everything but there are important 
enabling factors such as being familiar with what they do best, and making their decisions 
a priority both of which can assist them to achieve results in the organisation.  Both Miller 
(1997) and Alexander (1985) stress that the availability of resources is the crucial part of 
implementation.  
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Miller (1997) adds two more enabling factors; firstly, structural facilitation which allows all 
the stakeholders to be clear with regard to their responsibilities within the organisation, and 
secondly, there must be a measure of flexibility by way of review and adaptability.   
 
The study by Wernham (1984) outlines similar factors, which are in turn supported by 
Miller (1997) in regard to problems of implementation, lacking resources, organisational 
validity, and market validly. 
 
2.11 CONCLUSION 
 
This chapter provided an overview of the literature review for the study followed by 
definitions of, and a brief history of the evolution of strategic management.   The resource-
based view, including types, the value of resources and their limitations were considered.  
A combination of resources such as tangible assets, intangible assets, and capabilities 
lead to competitive advantage for an organisation.  However, if the organisation does not 
meet its strategic goals through adequate implementation and performance management, 
it leads to a strategy-to-performance gap.  An overview of the failure of strategic 
implementation which creates this gap and the views by authors on the topic, concluded 
the chapter.  
  
The next chapter focuses on the research methodology employed in this study.  
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3 RESEARCH METHODOLOGY 
 
The main sections of this chapter are depicted in Figure 3.1 below. 
 
Figure 3.1: Layout of Chapter 3 
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CHAPTER 3: RESOURCE METHODOLOGY 
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3.1 INTRODUCTION 
 
This chapter deals with the research methodology employed.  The sub-sections that follow 
are: 
 
• The research focus 
• The research design 
• The research map 
• The research sample 
• The measuring instrument 
• Population and sampling method 
• Limitations 
• Validity and reliability 
• Ethics 
 
3.2 RESEARCH FOCUS 
 
The study is quantitative descriptive in nature focusing on the strategic performance gap 
viewed from a resource-based strategic management perspective. 
 
Overall, the focus and the specific objectives of the study were to determine the specific 
types of resource constraints that organisations face, how these constraints impact on the 
achievement of goals, and whether they are objectively measured or merely perceive 
constraints.     
 
3.3 THE RESEARCH MAP 
 
In order to achieve the research objectives, namely to determine the specific types of 
resource constraints that organisations face, the degree to which each type of resource 
constraint impacts on achieving goals, and whether owners objectively measure or simply 
perceive resource constraints as the main reason for not achieving promised goals, the 
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researcher decided to use a quantitative method of inquiry.  Figure 3.2 sets out the steps 
that were followed in the method of inquiry.  
 
Figure 3.2: The research map 
 
 
3.4 RESEARCH DESIGN 
 
De Vos et al, (2005) describe research design as a plan detailing how a study will be 
implemented.  
 
The research design in this study is quantitative and descriptive in nature, collecting 
information from structured questionnaires electronically mailed to the owners of a 
selected sample of small businesses in the Pietermaritzburg metropolitan area.  Attached 
to the emails was a link to LimeSurvey hosted by UNISA where the questionnaires could 
be completed online.  In cases where small businesses do not have internet services, a 
hard copy of the document was completed.  
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Descriptive methods enable us to understand the way things are (Welman and Kruger 
2005).  This dissertation is classified as descriptive and describes the topic from surveys 
received from the selected population (Cooper and Schindler 2001) 
 
3.5 POPULATION AND SAMPLING METHOD 
3.5.1 POPULATION 
 
The target population refers to a group of specific population elements that are applicable 
to a study (Zikmund 2003). 
 
The population of this study consisted of the membership list as supplied by the 
Pietermaritzburg Chamber of Business (PCB) comprising 822 members.  Since the PCB 
has a reliable sampling frame, consistent and reliable data was collected from it,  resulting  
in a high level of confidence due to it being the best possible information available.   
 
3.5.2 SAMPLING 
 
A sample can be described as a subset or part of a larger population (Zikmund 2003).   
 
After consideration of the various sampling techniques, a purposive homogeneous sample 
was selected which consists of the entire population of members belonging to the 
Pietermaritzburg Chamber of Business.  This method was selected because of the spread 
of different types of small to medium businesses rather than to target one type of market 
segment such as manufacturing or large businesses, corporations, or the public sector.   
 
3.5.3 SAMPLE SIZE 
 
The sample size consisted of three hundred heterogeneous small businesses and the 
sample element consisted of the owners within these selected businesses.  Stoker (1985) 
in de Vos et al, 2005 suggest a guideline of 14% sample per 1000, while hand Saunders et 
al, (2009) recommend that the sample size be determined by the size of the population 
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allowing for a margin of error.  He contends that sampling size is dependent on the 
research question and objectives based on theory rather than population.   
 
3.6 THE RESEARCH INSTRUMENT 
 
The data required to achieve the objectives of this survey was collected using a structured 
questionnaire. 
 
3.6.1 DATA COLLECTION 
 
There are various ways that data may be collected such as questionnaires, checklists, 
indexes, and scales, and each method has its merits.  De Vos et al (2005) describe the 
questionnaire as the most used instruments of all methods of data collection. 
 
The questionnaire was electronically mailed together with an attached letter explaining the 
nature and purpose of the study, and that the respondent was free to withdraw from the 
survey at any time.  Anonymity was assured. 
 
3.6.2 THE QUESTIONNAIRE 
 
The measuring instrument serves as a reliable source for the collection of data having 
regard to the design, leading to validity and reliability of the data (Welman and Kruger 
2005:149).  Leedy (1997:191) refers to a questionnaire as an instrument used for 
observing data beyond the reach of the observer or researcher which in the context  of  
this study  translated into  a questionnaire electronically mailed to respondents. The 
questionnaire was designed after reviewing the relevant literature as discussed in Chapter 
2 having regard to the problem statement and objectives of the study and given the time 
and resource constraints, was considered the most practical method of obtaining the 
required data.   
 
The questionnaire comprised of 23 questions, followed a Likert-scale-type 5 point scale, 
and had three sections, namely company information, strategic goals/targets, and 
resource types.  Table 3.3 below sets out the structure of the questionnaire. 
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 Table 3.3: Questionnaire Structure 
Dimension Question numbers 
Section 1 - Company Information Questions 1 to 8 
Section 2 – Strategic goals/Targets Questions 9 to 18 
Section 3 – Resource Types Questions 19 - 23 
See Appendix 1  Questionnaire 
 
3.6.3 PILOT TESTING 
 
Prior to using a questionnaire it should be pilot tested to detect any weaknesses in design 
(Cooper and Schindler 2001:81; Saunders et al 2009:394; Welman et al 2005:148). 
 
Bell (2005), in Saunders et al (2009:394) suggest that the pilot study should reveal the 
following: 
 
• How long the questionnaire took to complete 
• The clarity of the instructions 
• Which, if any, questions were unclear or ambiguous 
• Which, if any, questions the respondents felt uneasy about answering 
• Whether in their opinion there were any major topic omissions 
• Whether the layout was clear and attractive 
• Any other comments. 
 
Pilot testing is necessary to establish that the questions are clear, unambiguous, and 
measure what they are intended to measure.   
 
Ten questionnaires were handed out to small to medium businesses for pilot testing to 
obtain valuable insights into how the owners would react to answering the questionnaires.   
Of the ten, eight questionnaires were returned of which five were voluntarily returned and a 
further three after subsequent follow-ups by the researcher. 
 
The comments received from the respondents were as follows: 
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 • There was a grammatical error in question 15 with the omission of the word “which”.   
• In question 17, the previous question was quoted as number 15 which should have 
been number 16.  
• There were concerns raised by three of the respondents over the completion of 
Question 18.  They felt that the question was difficult to answer because they had to 
keep track of the 100% aggregate requirement.  All of them resorted to selecting a 
percentage per line item.  However, this was entirely consistent with the question as 
the survey was designed to be completed online using LimeSurvey that would 
automatically keep the aggregate.   In brackets on the final line of the question, there is 
an instruction that if the questionnaire was completed off-line, the number below the 
percentage should be selected.  
• One respondent commented that question 18 and 21 were one and the same thing.  
On careful reading of the questions, question 18 requests the degree to which the lack 
of a resource contributes towards the performance gap of the organisation, whereas 
question 21 requests the degree to which the lack of a resource impacts on achieving 
the goals of the organisation.  
• The clarity of the questions asked was otherwise acceptable. 
• The average time for completing the questionnaire was 20.3 minutes. 
• One comment was that the questionnaire had evoked a new look at the resources of 
that particular firm. 
 
After further evaluation and review of the following changes were brought about: 
 
 The slider scale used as a measure in question 18 was changed to a five point scale 
which made the completion more user-friendly.  
 Question 21 was deleted because it resembles question 18 as was pointed out by one 
of the respondents.   
 Question 23 was deleted because it was found not to be crucial to the objectives of the 
study. 
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The comments, suggestions, and recommendations of the pilot testing were considered 
and the questionnaire amended in order to design an effective and user-friendly instrument 
for uploading to LimeSurvey. 
 
Table 3.4 below sets out the final structure of the questionnaire downloaded to 
LimeSurvey. 
 
Table 3.4: Questionnaire structure - final 
Dimension Question numbers 
Section 1 - Organisational Information Questions 1 to 5 
Section 2 – Strategic Goals Questions 6 to 16 
Section 3 - Resource Types Question 17  
Section 4 – Measuring Resource 
Constraints 
Question 18 
See Appendix 1  Questionnaire 
 
3.6.4 DATA ANALYSIS 
 
When the measuring instrument has been circulated and the data collected, it is necessary 
to analyse and interpret the data (Welman and Kruger 2005). 
 
Data analysis refers to the application of logic and reason to refine and interpret the 
collected data (Zikmund 2003) 
 
The data was analysed using a statistical software package called Statistical Package for 
the Social Sciences (SPSS). The methods of analysis were the Cronbach alpha scale, 
hypothesis testing, and factor analysis.  The Cronbach scale measures the internal 
consistency and reliability of the questions on a percentage scale, usually at least 75% or 
higher.  Hypothesis testing to determine an accurate interpretable result was done by 
means of the Kolmogorov Smirnov test and Kruskal Wallis test. A factor analysis or 
correlative statistical measurements to indicate predictive relationships between two sets 
of data to establish validity was done utilising the Kaiser-Meyer-Olkin and Bartlett’s test.   
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3.7 LIMITATIONS OF THE DESIGN 
 
A limitation of the study is that it focused on a small targeted area, namely the 
Pietermaritzburg metropolitan area rather than including the greater environment beyond 
the metropolitan demarcated area. 
 
Another limitation was the use of a structured questionnaire which focused on questions of 
assets including capabilities and some respondents may not necessarily have understood 
the strategic management concepts implied by it. 
 
A further limitation was that the questionnaire may not have been completed by the 
intended recipient.  Although the survey was sent out via electronic mail based on a token 
system, requesting that the survey be completed on the LimeSurvey link, the researcher 
had no control over whether or not the intended owners of the businesses completed the 
survey or if had been given to a staff member to complete. 
 
The response rate was a limiting factor of the study because it was reliant on the 
willingness or otherwise of respondents to complete an online survey. 
 
3.8 METHODS TO ENSURE RIGOUR 
 
3.8.1 VALIDITY 
 
Validity is concerned with whether findings are really about what they appear to be about 
(Saunders et al 2009).  In this study concepts relating to the resource-based view of 
strategic management are investigated. 
 
3.8.1.1 Content validity 
 
The survey questionnaire contained questions that cover the research topic Saunders et al 
(2009).  The researcher considered the various definitions and explanations of resource 
types in the literature review and used this content to formulate the questions. 
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3.8.1.2 Construct validity 
 
It is important that the known theory in the study and the measuring instrument be closely 
linked with other related concepts (Cooper and Schindler 2001). 
 
3.8.1.3 Face validity 
 
Face validity is established by determining the face value of how it appears to respondents 
and whether items are logically and conceptually accurate and makes sense (Saunders et 
al 2009). 
 
The questionnaire was designed for visual impact and ease of completion, by utilising 
LimeSurvey on the internet. 
 
3.8.1.4 Criterion-related validity 
 
Criterion-related validity, also known as predictive validity (Saunders et al 2009:373), 
relates to the success of measures used for prediction or estimation (Cooper and 
Schindler 2001).  If the data collected using the instrument in question closely matches the 
data collected using the criterion measure, then it can be concluded that the new 
instrument is also valid.  
 
Cooper and Schindler (2001), suggest that any criterion measure must be judged in terms 
of four qualities, namely: 
 
• Relevance, the proper measures of the success of measuring the lack of resources 
that contribute to the performance gap. 
• Freedom from bias, in that the respondents were not influenced in any way. 
• Reliability, in that the criteria for lack of resources are stable and reproducible in 
relation to the Mankins and Steele findings.  
• Availability.  The question of the availability or otherwise of resources is investigated in 
the study. 
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3.8.2 RELIABILITY 
 
The reliability of a test refers to the repeatability and stability of its scores, thus according 
to De Vos, Strydom, Fouche, and Delport (2005), reliability is defined as the stability or 
consistency of an instrument.  A study is reliable if it can be repeated under similar 
conditions, and the findings  are similar.  In terms of socially complex settings this might 
not be possible as social dynamics continually evolve (De Vos, Strydom, Fouche, and 
Delport 2005). 
 
Easterby-Smith et al (2008) state that reliability refers to the extent to which your data 
collection techniques or analysis procedures yields consistent findings.  It can be assessed 
by posing the following three questions: 
 
1. Will the measures yield the same results on other occasions? 
2. Will similar observations be reached by other observers? 
3. Is there transparency in how sense was made from the raw data? 
 
3.9 ETHICS 
 
The study was subject to and consequently approved by the College of Economic and 
Management studies.  It follows that should breach occur, this may be reported to the 
department or ethics committee.  
 
The research in this study was undertaken in an open and value-free way maintaining an 
objective stance and drawing objective conclusions from honest data collected.  Similarly, 
and in parallel, the ethics of this study ensured that there was no ethical  breach in the 
confidentiality of the data submitted, that there was trust and honesty in the interpretation 
of the results, and that the study abided by the rules of ethics laid down by the research 
community in general and UNISA in particular.  
 
According to Saunders et al (2009), ethical issues are encountered at all stages of the 
research project which presupposes general issues such as privacy, voluntary nature of 
responses, deception, confidentiality, anonymity, embarrassment, stress, harm, 
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discomfort, pain, objectivity, and lastly, quality of the research.  Ethical integrity is required 
of the researcher and the gatekeeper and is reflected in all stages of formulating and 
clarifying the research topic, designing the research, and gaining access to information, 
collecting the data required, processing and storing the data, analysing the latter, and 
reporting on the findings. 
 
3.9.1 ETHICS DURING THE VARIOUS STAGES OF THE RESEARCH - SAUNDERS 
ET AL (2009) 
 
3.9.1.1 Formulating and clarifying the research topic 
 
This stage is concerned with choosing an appropriate topic after generating and refining 
the research ideas, turning these ideas into a research project, and writing up a proposal.  
 
The proposal was presented for consideration to a colloquium at UNISA where it was 
approved and as a consequence the research was undertaken to provide useful and 
quality research for all parties concerned. 
 
3.9.1.2 Designing the research and gaining access 
 
Most ethical problems can be anticipated and dealt with during the design stage of the 
research project.  This study was quantitative in nature and utilised a structured 
questionnaire to be completed online which narrowed down the possibility of potential 
harm or intruding on the privacy of the participants.  Individuals have a right to privacy, 
should not be coerced into participating, and may also refuse to take part or similarly 
withdraw at any stage, all of which must be accepted by the researcher.  The relationship 
between the researcher and the respondents was dictated by objective investigation and 
the survey was conducted online with no direct contact between respondents and the 
researcher.  The study therefore posed no risk or injury to the respondents.  There were 
also no financial costs to the participants and no cash incentives were offered to coerce 
them into completing the survey. 
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The research project was approved by the UNISA ethics committee after considering the 
research proposal, the questionnaire, and the standing of the researcher. 
 
The survey was internet-based utilising LimeSurvey hosted on the UNISA information 
technology infrastructure system which gave the survey further credibility and assured the 
participants of confidentiality at all times. 
 
3.9.1.3 Collecting the data 
 
When the survey was dispatched via electronic mail, the attached introductory letter 
introduced the topic, invited participation, and gave the researchers contact information in 
case the respondents wished to contact the researcher or withdraw from the survey at any 
stage.  Similarly, participants’ rights were protected if elected to decline to participate or 
withdraw from the research. 
 
The researcher maintained objectivity by ensuring that the data was collected fully and 
accurately, and avoiding subjectivity in the interpretation of the recordings including 
unacceptable or fabricated data. 
 
3.9.1.4 Processing and storing the data 
 
The data was stored on the UNISA information technology infrastructure system from 
where it was subsequently transferred into a Statistical Package for Social Sciences 
(SPSS) for analysis.  The surveys did not call for personal data such as the organisations’ 
names or the owners names and therefore posed no ethical risk.  The participants have a 
right as individuals to the correct processing and storing of their data and its use as well as 
indirect control insofar as they can request to have their data removed from the study.  
 
3.9.1.5 Analysing the data and reporting the findings 
 
After the respondents completed the surveys on LimeSurvey, the data was uploaded 
directly to SPSS for analysis without any intervention or manipulation, to show the actual 
results achieved.   
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 The data extracted from SPSS were frequency tables in respect of questions 1 to 16 in 
preparation for descriptive analysis.  To ensure the integrity of the data a hypothesis test 
was conducted using the Kolmogorov Smirnov test, ANOVA simultaneous component 
analysis tests.    A Cronbach’s Alpha Means as well as Overall Means test reliability was 
extracted for analysis in respect of questions 17 and 18.  Lastly, a Kaiser-Meyer-Olkin 
measure of sampling adequacy factor analysis was extracted for the analysis of questions 
17 and 18. 
 
The researcher remained under supervision at all times until the reporting and finalisation 
of the research project. 
 
During the analysis stage, the researcher also maintained objectivity to ensure that the 
data was statistically accurate, and not misrepresented or selectively used. Trust by all 
parties was placed in the researcher’s integrity that could have proved an ethical issue if 
he was open to question in this regard. 
 
In conclusion, as outlined above, the study adhered to the strict guidelines imposed by the 
ethics committee of the University of South Africa in line with generally accepted global 
practice in research.   
 
3.10 CONCLUSION 
 
This chapter provided an explanation of the research deign and methodology, describing 
the important aspect of pilot testing, the research population, the required sample, and the 
sampling techniques.  A discussion involving the questionnaire as a measuring instrument 
followed as well as how the university’s code of ethics applied to the study.  It also set out 
the manner in which data was collected and analysed to ensure validity and reliability. 
 
The next chapter deals with the findings and presents an interpretation of the results. 
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4 FINDINGS 
 
4.1 INTRODUCTION 
 
The main purpose of the study as outlined in Chapter 1 was to determine the types and 
levels of inadequate or unavailable resources that lead to a strategy-to-performance gap.  
Chapter 2 involved outlining the literature review for this study including the resource- 
based view and types and value of resources.  In Chapter 3 the research methodology 
was discussed which included the research design, the population, and the research 
instrument.  
 
This Chapter discusses the data obtained from the electronic questionnaires which was 
uploaded from LimeSurvey to SPSS.  The findings are presented in the form of a graphical 
and descriptive analysis together with the following tests: 
 
• Cronbach’s internal consistency and reliability test 
• The Kolmogorov Smirnov test 
• The Kruskal Wallis test – simultaneous component analysis 
• The Kaiser-Meyer-Olkin factor analysis. 
 
4.2 OUTLINE OF THE FINDINGS IN THIS CHAPTER 
 
The main sections of this chapter are depicted in Figure 4.1 below. 
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Figure 4.1: Layout of Chapter 4 
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4.9: HYPOTHESIS TESTING 
4.9.1 Kolmogorov Smirnov Test 
4.9.2 Kruscal Wallis test: Question 17 
4.9.3 Kruscal Wallis test: Question 18 
↓ 
4.10: FACTOR ANALYSIS 
↓ 
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4.3 REPORT 
 
Firstly, a section on graphical and descriptive statistics are presented. Bar graphs with 
frequency tables were calculated using SPSS (Version 21) to gain an overview of the 
perceptions of the respondents with respect to types and levels of inadequate or 
unavailable resources that lead to a strategy-to-performance gap. The descriptive statistics  
include the means calculated for certain of the questions and  serve to confirm the results 
of the graphical statistics and frequency tables.  
 
The researcher also needed to test if the data comes from a normal distribution or not and 
to this end used the Kolmogorov Smirnov test.  Once this fact is established, one can 
proceed to the type of statistical tests that one is permitted to use for example, the use 
parametric tests such as one way analysis of variance (ANOVA) to check for differences in 
the mean scores of the resource categories comprising intangibles, tangibles and 
capabilities, or the formulated hypotheses pertaining to the objectives.  The reason why 
this test was used is that if responses tend towards a certain category, say towards “very 
high”,  rather than “very low”, then it can be ascertained if certain resources regarding the 
strategy-to-performance gap are crucial or not in its impact on achieving promised goals. 
 
A factor analysis was also carried out in an exploratory way to group underlying 
dimensions that make up Question 17 and to identity these dimensions by classifying 
them. 
 
In order for the research methodology to have any integrity, there is a need for the data 
quality to have validity and reliability.  The Cronbach’s Alpha test was calculated for 
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questions that have the same scales.  A value of 0.7 or higher was deemed to conclude 
good internal consistency and reliability amongst these questions. 
 
4.4 DESCRIPTIVE ANALYSIS 
 
4.4.1 TYPE OF OWNERSHIP 
 
Figure 4.2: Type of ownership. 
 
 
The dominant business forms in the Pietermaritzburg metropolitan area are close 
corporations (36.4%) and sole proprietors (27.9%), a total of 64.3% of the SMEs surveyed.  
Partnerships, non-profit organisations, and personal liability companies make up 4.5%, 
5.2% and 1.3% respectively with private companies (20.8%) and public companies (3.9%) 
making up the remainder.   
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4.4.2 YEARS OWNED 
 
Figure 4.3: Years owned. 
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The research reveals  that 30% of the SMEs in Pietermaritzburg were owned for a period 
of more than 15 years (29.2%), followed by those between 6 and 10 years (25.3%), then 
those between 1 to 5 years (22.1%), and those between 10 to 15 years  making up 21.4%.  
Surprisingly, only 1.9% of the businesses were less than one year old. 
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4.4.3 TYPE OF BUSINESS ACTIVITY 
 
Figure 4.4: Type of business activity. 
 
 
It can be seen that the retail, motor trade and repair services dominate at 25.3% followed 
by finance and business services (15.6%), manufacturing (13.6%), and community, social, 
and personal services (13%).  The remaining business activities which are minimally 
represented include wholesale (2.6%), catering (5.8%), and transport, storage and 
communications (1.3%.) 
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4.4.4 OTHER TYPE OF BUSINESS ACTIVITY 
 
Table 4.1: Other type of business activity. 
 Frequency Percent Valid Percent 
Valid 
 142 86.1 86.1 
Adventure Eco tourism 1 .6 .6 
B-BBEE Verification 1 .6 .6 
Digital Marketing Agency 1 .6 .6 
Educational and skills training courses 
offered to community and under-
resourced schools 
1 .6 .6 
EVENTS MANAGEMENT 1 .6 .6 
Hospital Industry 1 .6 .6 
IT Industry 1 .6 .6 
Laboratory 1 .6 .6 
Language services - editing, translating 
etc. 
1 .6 .6 
Legal 1 .6 .6 
Legal Practice 1 .6 .6 
Mathemetics and Physical Science 
enrichment education 
1 .6 .6 
Mrchaniacal and Civil engineering 1 .6 .6 
Network Marketing 1 .6 .6 
Occupational Health, Safety & 
Environmental Consultants 
1 .6 .6 
Real Estate 1 .6 .6 
REAL ESTATE 1 .6 .6 
Recruitment & Selection 1 .6 .6 
retail, export, import 1 .6 .6 
Strategic consultancy 1 .6 .6 
Supply and support of IT hardware and 
software 
1 .6 .6 
Training 1 .6 .6 
Training and development 1 .6 .6 
Total 165 100.0 100.0 
 
The other types of businesses were represented by various fields of occupation.  
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4.4.5 THE NUMBER OF EMPLOYEES 
 
Figure 4.5: Number of employees. 
1 to 5 
employees
6 to 20 
employees
21 to 50 
employees
51 to 150 
employees
More than 
200
Percent 37.7 35.1 11.0 8.4 7.8
0.0
5.0
10.0
15.0
20.0
25.0
30.0
35.0
40.0
Pe
rc
en
t
Number of employees
 
 
The research shows that the number of employees in the 1 to 5 category (39.2%), were 
the modal category followed by the number of employees in the 6 to 20 (37.1%), category 
and collectively these 2 categories account for 72.8% of the organisations surveyed in 
Pietermaritzburg.  The rest of the responses were in the 21 to 50 category (11%),   and 51 
to 150 category (8.4%), and lastly the more than 200 category (7.8%).   It is must be noted 
that there were no responses in the 151 to 200 category. 
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4.4.6 DOES YOUR ORGANISATION DEVELOP STRATEGIC GOALS? 
 
Figure 4.6: Does your organisation develop strategic goals? 
 
 
The research shows that 91% of the respondents agreed that their organisations develop 
strategic goals whilst 9% do not develop strategic goals. 
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4.4.7 WHO IS RESPONSIBLE FOR SETTING THE STRATEGIC GOALS OF THE 
ORGANISATION? 
 
Figure 4.7: Who is responsible for setting the strategic goals of the 
organisation? 
 
 
The statistics show that top management or owners (71.2%), and owners and middle 
managers (18.2%), are responsible for setting the strategic goals of their organisations. 
This was followed by owners, middle managers, lower level managers, and employees 
(3%), and lastly owners, middle managers, and lower level managers accounted for 7.6%. 
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4.4.8 INDICATE WHICH OF THE FOLLOWING BEST DESCRIBES YOUR 
ORGANISATION’S STRATEGIC GOAL SETTING PRACTICES? 
 
Figure 4.8: Indicate which of the following best describes your organisations 
strategic goal setting practices 
 
 
Figure 4.8 shows that of the organisations surveyed in Pietermaritzburg 59.1% developed 
and documented and/or communicated goals to their staff, 22% deliberately developed but 
did not explicitly document and communicate goals to their staff, and only 18.2% did not 
deliberately develop goals but these evolved over time.   
 
4.4.9 BRIEFLY DESCRIBE YOUR PRACTICE OF DEVELOPING STRATEGIC 
GOALS 
 
No responses were given to this question. 
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4.4.10 HOW OFTEN IS THE PERFORMANCE OF THE ORGANISATION ASSESSED 
OR MEASURED AGAINST STRATEGIC GOALS? 
 
Figure 4.9: How often is the performance of the organisation assessed or 
measured against strategic goals? 
 
 
The frequency of performance assessment against strategic goals shows that 48.5% of 
organisations modally assess their progress on a monthly basis whilst 30.3% of the 
organisations did so on a quarterly basis and 12.1% every six months.  There was an even 
split in the remainder of the respondents: those who did not review their progress and 
those who did so on a weekly basis accounted for 4.5% in each category. 
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4.4.11 ARE THE STRATEGIC GOALS COMMUNICATED TO ALL LEVELS OF 
STAFF? 
 
Figure 4.10: Are the strategic goals communicated to all levels of staff? 
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The research found that 78.8% of the respondents communicated strategic goals to all 
levels of staff whilst 21.2% of the respondents do not. 
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4.4.12 DO STAFF BUY-IN OR ALIGN THEMSELVES WITH THE STRATEGIC GOALS 
OF THE ORGANISATION? 
 
Figure 4.11: Do staff buy-in or align themselves with the strategic goals of the 
organisation? 
 
 
The research shows that just over half, i.e. 50.3% of the staff buy in or align themselves to 
the strategic goals of their organisations whilst 17.9% do not and 31.7% of the 
respondents felt that their staff are indifferent to the strategic goals of their organisations. 
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4.4.13 DO STAFF GIVE FEEDBACK WITH REGARD TO THE RESOURCE 
CONSTRAINTS THEY EXPERIENCE? 
 
Figure 4.12: Do staff give feedback with regard to the resource 
constraints they experience? 
 
 
The research shows that 55.9% of the respondents give feedback with regard to the 
resource constraints they experience whilst 44.1% do not.  
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4.4.14 WHAT CONSTRAINT IS REPORTED MOST OFTEN WHICH IS A CONSTRAINT 
ON PERFORMANCE? 
 
Figure 4.13: What constraint is reported most often which is a constraint on 
performance? 
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relations
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The resource constraints reported most often by staff was lack of training (18.9%), lack of 
finance (17.9%), lack of staff (15.8%), lack of equipment (13.7%), followed by lack of 
resources (10.5%). 
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4.4.15 DOES A LACK OF RESOURCES CONTRIBUTE TOWARDS THE 
PERFORMANCE GAP BETWEEN THE INTENDED GOALS AND THE 
REALISED GOALS OF THE ORGANISATION IN RELATION TO THE 
TURNOVER OF THE COMPANY? 
 
Figure 4.14: Does lack of resources contribute towards the performance gap 
between the intended goals and the realised goals of the organisation in 
relation to the turnover of the company? 
 
 
The research shows that 74.5% of the respondents agreed that a lack of resources 
contribute towards the performance gap between the intended goals and the realised 
goals of their organisations in relation to the turnover of the companies. This accounts for 
about 75% of the respondents. About a quarter i.e. 25.5% of the respondents disagreed 
with this reason. 
 
 
Yes No 
Percent 74.5 25.5 
0.0 
10.0 
20.0 
30.0 
40.0 
50.0 
60.0 
70.0 
80.0 
P e 
r c e 
n t 
Does a lack of resources contribute towards the  
performance gap between the intended goals and the  
realised goals of the organisation in relation to the turnover  
of the company? 
- 66 - 
4.4.16 TO WHAT DEGREE DO INADEQUATE RESOURCES CONTRIBUTE 
TOWARDS THE PERFORMANCE GAP OF THE ORGANISATION? 
 
Figure 4.15: To what degree do inadequate resources contribute towards the 
performance gap of the organisation? 
 
 
The research shows that the category 21-40% and 41-60% of inadequate resources are 
the main contributors towards the performance gap in organisations which represents 
72.2% of those surveyed. 
 
In Table 4.2 below the highest count of SMEs who responded that inadequate resources 
contribute to the performance gap is 81% - 100%, followed by 41%-60%, and lastly 61%-
80%.  The results indicate that lack of resources contribute towards the strategy-to-
performance gap of SMEs in Pietermaritzburg. 
 
Table 4.3 below reflects a slightly different picture: in 41%-60% of the cases lack of 
resources is objectively measured but is followed by 81% - 100% of cases where lack of 
resources is subjectively measured.  That in turn is followed by 1%-20% of cases where 
lack of resources is subjectively measured. 
 
Table 4.2: Means resource types: Question 17 
 Dimension 1-20% 21-40% 41-60% 61-80% 81-100% 
1 - 20% 21 - 40% 41 - 60% 61 - 80% 81 - 100% 
Percent 13.9 40.7 31.5 11.1 2.8 
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Tangibles 2.12 2.30 3.16 2.81 2.79 
Intangibles 1.95 2.38 2.59 2.37 3.06 
Capabilities 1.99 2.23 2.64 2.26 3.04 
Overall 2.02 2.30 2.79 2.48 2.96 
 
Table 4.3: Means resource constraints: Question 18 
  1-20% 21-40% 41-60% 61-80% 81-100% 
Tangibles 2.88 2.97 3.36 2.92 2.25 
Intangibles 2.59 2.81 2.90 2.55 2.12 
Capabilities 2.31 2.53 2.81 2.59 1.78 
Overall 2.60 2.77 3.02 2.69 2.05 
 
 
4.5 RESOURCE TYPES 
 
4.5.1 PLEASE INDICATE THE DEGREE TO WHICH A LACK OF A RESOURCE 
CONTRIBUTES TOWARDS THE PERFORMANCE GAP OF THE 
ORGANISATION? 
 
Table 4.4:  Please indicate the degree to which a lack of a resource contributes 
towards the performance of the organisation? 
 
Question Mean score Ranking Classification 
1 2.84 6 Intangible 
2 2.78 8 Intangible 
3 2.83 7 Intangible 
4 2.95 3 Intangible 
5 2.90 4 Intangible 
6 2.50 15 Capabilities 
7 2.09 31 Intangible 
8 1.98 34 Intangible 
9 1.99 33 Intangible 
10 2.55 12 Intangible 
11 2.46 17 Intangible 
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12 2.62 11 Capabilities 
13 2.70 9 Intangible 
14 2.51 14 Capabilities 
15 2.09 30 Intangible 
16 2.11 28 Intangible 
17 2.23 24 Capabilities 
18 2.47 16 Capabilities 
19 2.55 13 Tangible 
20 2.35 18 Capabilities 
21 2.28 21 Tangible 
22 2.90 5 Tangible 
23 3.04 2 Tangible 
24 3.09 1 Tangible 
25 2.00 32 Capabilities 
26 2.12 26 Intangible 
27 2.12 27 Intangible 
28 2.10 29 Tangible 
29 2.67 10 Tangible 
30 2.14 25 Intangible 
31 2.31 20 Tangible 
32 2.26 23 Capabilities 
33 2.32 19 Intangible 
34 2.27 22 Capabilities 
 
The top five resources that contribute towards the performance gap in an organisation are: 
 
1. Question 24: Inadequate financial resources – Access to overdraft facilities (Tangible) 
2. Question 23: Inadequate financial resources – Working capital (Tangible) 
3. Question 4: Inadequate human resources – Talents (Highly specialised skills) 
(Intangible) 
4. Question 5: Inadequate human resources – Experience (Intangible) 
5. Question 22: Inadequate financial resources – Equipment finance (Tangible) 
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It must be noted that the top 5 constraints comprise tangibles and intangibles. 
  
4.5.2 OVERALL MEANS RESOURCE TYPES 
 
The overall means resource types are described under each category, namely tangible, 
intangible and capabilities.  It is noted that the overall indicators range from the highest of 
3.09 in the tangible category, to the lowest in all three categories as an intangible of 1.98.   
 
4.5.2.1 TANGIBLE OVERALL MEANS  
 
The tangible overall means in Table 4.5 ranges from 3.09 to 2.10. The first three types of 
lack of resources are financial followed by inadequate equipment.  The least recorded is 
immoveable property base.   
 
Table 4.5: Tangible 
 
 
Question Tangible 
Mean 
score 
24 
Inadequate financial resources – Access to overdraft facilities 3.09 
23 Inadequate financial resources – Working capital 3.04 
22 
Inadequate financial resources – Equipment finance 2.90 
29 Inadequate equipment 2.67 
19 
Inadequate resources to achieve economies of scale 2.55 
31 Inadequate computer hardware technology 2.31 
21 Inadequate financial resources – Property finance 2.28 
28 Inadequate immoveable property base 2.10 
  Overall 2.62 
 
 
4.5.2.2 INTANGIBLE OVERALL MEANS  
 
The range of intangible overall means in Table 4.6 commences with 2.95 as 
the highest lack of resources to 1.98 as the lowest lack of resources. 
 
The first five types of intangible lack of resources (mean rating) represent 
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human resources, namely talents (2.95), experience (2.90), number of staff 
(2.84), skills (2.83), and lack of qualifications (2.78).  In this group of 
intangible lack of resources, lack of staff policies and procedures (1.99), and 
unacceptable staff absenteeism (1.98), rank last. 
 
Table 4.6: Intangible 
Question Intangibles 
Mean 
score 
4 
Inadequate human resources – Talents (highly 
specialised skills) 
2.95 
5 Inadequate human resources – Experience 2.90 
1 
Inadequate human resources – Number of 
staff 
2.84 
3 
Inadequate human resources - Skills (required 
job skills) 
2.83 
2 
Inadequate human resources – Lack of 
qualifications 
2.78 
13 Inadequate innovation resources 2.70 
10 Inadequate staff training and training facilities 2.55 
11 Inadequate knowledge resources (know-how) 2.46 
33 Lacking managerial competence and capacity 2.32 
30 Lacking family-friendly work policy 2.14 
26 Lacking relationship with bankers 2.12 
27 Lacking customer related interactions 2.12 
16 
Lacking a service climate or service 
orientation 
2.11 
15 
Lacking reputation (brand, company, 
individual reputation) 
2.09 
7 Unacceptable staff turnover 2.09 
9 Lack staff policies and procedures 1.99 
8 Unacceptable staff absenteeism 1.98 
  Overall 2.41 
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4.5.2.3 CAPABILITIES OVERALL MEANS  
 
The range of capabilities overall means in Table 4.7 shows a factor of 2.62  
which represents lack of capabilities and a factor of 2.00 which represents 
lack of ability to  manage the financial resources of the organisation.  
 
Significantly, the first three types of lack of capabilities are human resource- 
related, followed by a lack of marketing capabilities with a mean of 2.47.   In 
this group, lacking capability to manage the financial resources of the 
organisation ranks last with a means factor of 2.00 
 
Table 4.7: Capabilities 
Question Capabilities Mean score 
12 
Lacking  capabilities (skills, processes and systems) to 
use the knowledge that individuals possess) 
2.62 
14 
Lacking capabilities (skills, processes and systems) to 
innovate/exploit resources in innovative ways 
2.51 
6 
Inadequate capabilities to use/leverage human resources 2.50 
18 Lacking marketing capabilities 2.47 
20 Lacking cost reduction capabilities 2.35 
34 
Lacking capabilities to use managerial expertise of the 
organisation 
2.27 
32 
Lacking technological capability (capability to use 
technology that the organisation possess) 
2.26 
17 
Lacking capabilities to create a service climate 2.23 
25 
Lacking capabilities to manage financial resources of the 
organisation  
2.00 
  Overall 2.36 
 
 
 
 
4.6 RESOURCE CONSTRAINTS 
 
4.6.1 MEASURING RESOURCE CONSTRAINTS 
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Table 4.8:  Measuring resource constraints 
Question Mean score Ranking Classification 
1 3.26 6 Intangible 
2 3.29 4 Intangible 
3 3.28 5 Intangible 
4 3.05 9 Intangible 
5 3.12 8 Intangible 
6 2.59 22 Capabilities 
7 2.94 11 Intangible 
8 2.84 12 Intangible 
9 2.47 29 Intangible 
10 3.03 10 Intangible 
11 2.65 21 Intangible 
12 2.59 23 Capabilities 
13 2.48 28 Intangible 
14 2.73 17 Capabilities 
15 2.13 34 Intangible 
16 2.65 20 Intangible 
17 2.46 30 Capabilities 
18 2.58 24 Capabilities 
19 2.68 18 Tangible 
20 2.80 14 Capabilities 
21 2.80 15 Tangible 
22 3.35 3 Tangible 
23 3.44 2 Tangible 
24 3.56 1 Tangible 
25 2.45 31 Capabilities 
26 2.51 27 Intangible 
27 2.53 26 Intangible 
28 2.76 16 Tangible 
29 3.16 7 Tangible 
30 2.40 33 Intangible 
31 2.82 13 Tangible 
32 2.67 19 Capabilities 
33 2.55 25 Intangible 
34 2.43 32 Capabilities 
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The top five lack of resources subjectively and objectively measured are: 
 
Objectively measured: 
 
1. Question 24: Inadequate financial resources – Access to overdraft facilities (Tangible) 
2. Question 23: Inadequate financial resources – Working capital (Tangible) 
3. Question 22: Inadequate financial resources – Equipment finance (Tangible  
4. Question 2: Inadequate human resources – Lack of qualifications (Intangible) 
5. Question 3: Inadequate human resources - Skills (Required job skills) (Intangible) 
 
Subjectively measured: 
 
1. Question 15: Lacking reputation (brand, company, individual reputation) (Intangible) 
2. Question 30: Lacking family-friendly work policies (Intangible) 
3. Question 34: Lacking capabilities to use managerial expertise of the organisation 
(Capabilities) 
4. Question 25: Lacking capability to manage financial resources of the organisation 
(Capabilities) 
5. Question 17: Lacking capabilities to create a service climate (Capabilities) 
 
It must be noted that the top 5 constraints comprise tangibles and intangibles.  
 
4.6.1.1 TANGIBLE OVERALL MEANS 
 
The Tangible overall means in Table 4.9 has a range from the highest resource constrain 
at 3.56 to the lowest at 2.68.   The first three resource constraints are once again financial 
resources followed by inadequate equipment.  The least recorded in this case are 
inadequate immoveable property base at 2.76 and inadequate resources to achieve 
economies of scale at 2.68.  
 
Table 4.9: Tangible overall means 
Question Tangible 
Mean 
score 
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24 
Inadequate financial resources – Access to overdraft 
facilities 
3.56 
23 Inadequate financial resources – Working capital 3.44 
22 Inadequate financial resources – Equipment finance 3.35 
29 Inadequate equipment 3.16 
31 Inadequate computer hardware technology 2.82 
21 Inadequate financial resources – Property finance 2.80 
28 Inadequate immoveable property base 2.76 
19 Inadequate resources to achieve economies of scale 2.68 
  Overall 3.07 
 
 
4.6.1.2 INTANGIBLE OVERALL MEANS 
 
The range of intangible overall means in Table 4.10 below commences with 3.29 
measuring the degree to which resources are measured to 2.13 showing that resource 
constraints are partially measured. 
 
The first eight intangible resources that have a high measurement factor that are all human 
resource related.  They are represented on a mean factor ranging from 3.29 to 2.84.  The 
top three intangibles that are most objectively measured include lack of qualifications, 
skills and number of staff, whilst the most subjectively measured intangibles included 
policies and procedures, family-friendly work policy, and lack of reputation.   
 
Table 4.10:  Intangible overall means 
Question Intangibles 
Mean 
score 
2 
Inadequate human resources – Lacking qualifications 3.29 
3 Inadequate human resources - Skills (Required job skills) 3.28 
1 Inadequate human resources – Number of staff 3.26 
5 Inadequate human resources – Experience 3.12 
4 
Inadequate human resources – Talents (Highly specialised skills) 3.05 
10 Inadequate staff training and training facilities 3.03 
7 Unacceptable staff turnover 2.94 
8 
Unacceptable staff absenteeism 2.84 
- 75 - 
16 
Lacking a service climate or service orientation 2.65 
11 Inadequate knowledge resources (know-how) 2.65 
33 Lacking managerial competence and capacity 2.55 
27 Lacking customer-related interactions 2.53 
26 Lacking relationship with bankers 2.51 
13 
Inadequate innovation resources 2.48 
9 Lacking staff policies and procedures 2.47 
30 Lacking family-friendly work policy 2.40 
15 Lacking reputation (brand, company, individual reputation) 2.13 
  Overall 2.78 
 
 
4.6.1.3 CAPABILITIES OVERALL MEANS 
 
In considering the degree to which resource constraints as far as capabilities are 
concerned, the overall means in Table 4.11 commences with a highest factor of 2.80 
representing lack of cost reduction capabilities and a lowest factor of 2.43 measuring a 
lack of capabilities to use the managerial expertise of the organisation. The capability 
mean scores are quite close to each other.  
 
The capabilities that are most objectively measured include lacking cost reduction 
capabilities, lacking capabilities (skills, processes and systems) to innovate/exploit 
resources in innovative ways, and lacking technological capability (capability to use the 
technology that the organisation possesses).  
 
The capabilities that are most subjectively measured are inability to create a service 
climate, lacking capability to manage the financial resources of the organisation, and 
lacking capabilities to use the managerial expertise of the organisation. 
 
Table 4.11:  Capabilities overall means 
Question Capabilities 
Mean 
score 
20 Lacking cost reduction capabilities 2.80 
14 
Lacking capabilities (skills, processes and systems) to 
innovate/exploit resources in innovative ways 
2.73 
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32 
Lacking technological capabilities (capability to use 
technology that the organisation possesses) 
2.67 
6 Inadequate capabilities to use/leverage human resources 2.59 
12 
Lacking the capabilities (skills, processes and systems) to 
use the knowledge that individuals possess 
2.59 
18 Lacking marketing capabilities 2.58 
17 Lacking capabilities to create a service climate 2.46 
25 
Lacking capabilities to manage financial resources of the 
organisation  
2.45 
34 
Lacking capabilities to use managerial expertise of the 
organisation  
2.43 
  Overall 2.59 
 
 
4.7 DISCUSSION 
 
The modal types of business ownership were close corporations and sole proprietors, and 
the majority of the businesses were owned for more than six years. A diverse set of 
business activities were represented in the survey and the types of business activities that 
were modally represented were motor trade and repair services, finance and business 
services, and manufacturing.  The majority of the businesses had 1-20 employees and an 
overwhelming 91% of the surveyed businesses had developed strategic goals.  The 
research shows that in less than 75% of the businesses top management developed 
strategic goals and only 59.1% of the businesses developed and documented and/or 
communicated these goals to their staff. This is cause for concern because if goals are to 
be achieved effective and open communication is the first step.  
 
The modal time in which organisations measured their progress was a monthly basis. It 
must be stressed that this measurement should be carried out as frequently and as quickly 
as possible to identify possible areas of weakness and also to effect necessary 
improvements. It was found that goals are communicated to all levels of staff only 79% of 
the time. The research shows that only about half of the staff (50.3%) buy in or align 
themselves to the strategic goals of their organisations. 
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Only 56% of staff give feedback with respect to resource constraints and this is also a 
potential area of improvement since staff need to be accountable and should be 
encouraged to communicate all forms of resource constraint  to prevent the performance 
gap from widening and assisting it to shrink  or vanish altogether. The modal resource 
constraint observed in the current setting is lack of training followed by lack of finance, 
staff, and equipment.  About 75% of the respondents agreed that the resource constraint 
contributes towards the performance gap and 72.2% of the respondents agreed that 
inadequate resources contribute to 21% - 60% of the performance gap in the organisation. 
 
The top five resources that contribute towards the performance gap in an organisation are: 
 
1. Question 24: Inadequate financial resources – Access to overdraft facilities (Tangible) 
2. Question 23: Inadequate financial resources – Working capital (Tangible) 
3. Question 4: Inadequate human resources – Talents (Highly specialised skills) 
(Intangible) 
4. Question 5: Inadequate human resources – Experience (Intangible) 
5. Question 22: Inadequate financial resources – Equipment finance (Tangible) 
 
Finally the top five lack of resources that are subjectively and objectively measured are: 
 
1. Question 24: Inadequate financial resources – Access to overdraft facilities (Tangible) 
2. Question 23: Inadequate financial resources – Working capital (Tangible) 
3. Question 22: Inadequate financial resources – Equipment finance (Tangible  
4. Question 2: Inadequate human resources – Lack qualifications (Intangible) 
5. Question 3: Inadequate human resources - Skills (Required job skills) (Intangible) 
 
In conclusion it cannot be overemphasised that communication between all levels of staff 
with respect to strategic goals and the identification of  resource constraints will help to 
close the performance gap and thus improve the overall profitability of the organisation. 
 
4.8 RELIABILITY 
 
- 78 - 
Coakes and Steed (2003) state that there are a number of different reliability coefficients. 
One of the most commonly used is Cronbach’s alpha, which is based on the average 
correlation of items within a test if the items are standardised. If the items are not 
standardised, it is based on the average covariance among the items. Cronbach’s alpha 
can range from 0 to 1.  More generally Cronbach’s alpha illustrates that one will get similar 
results on a larger sample than the current one if the Cronbach's alpha value is within 
acceptable limits. In addition, Gliem and Gliem (2003) explain that Cronbach’s alpha is a 
measure of the internal consistency of a set of items comprising a scale as a rule of 
thumb.  The scale varies from >.9 as excellent, >.8 good, >.7 acceptable, >.6 
questionable, >.5 poor and <.5 unacceptable.  The closer Cronbach’s alpha coefficient is 
to 1.0, the greater the internal consistency of the items in the scale.   The reliability for both 
questions 17 and 18 was deemed to be excellent. 
 
Table 4.12: Reliability analysis of Question 17 
Dimension Cronbach’s alpha No. of items 
Tangibles 0.850 8 
Intangibles 0.889 17 
Capabilities 0.869 9 
Overall 0.937 34 
 
 
Table 4.13: Reliability analysis of Question 18 
Dimension Cronbach’s alpha No. of items 
Tangibles 0.894 8 
Intangibles 0.920 17 
Capabilities 0.900 9 
Overall 0.957 34 
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4.9 HYPOTHESIS TESTING  (STATISTICAL ANALYSIS - INFERENTIAL STATISTICS) 
 
4.9.1 KOLMOGOROV SMIRNOV TEST 
 
H0: The tested variables come from a normal distribution. 
 
H1: The tested variables do not come from a normal distribution. 
 
Table 4.14: Kolmogorov Smirnov Test 
 Kolmogorov-
Smirnov Z 
p-value 
Type of ownership 2.985 .000 
Years owned 2.280 .000 
Type of business activity 2.798 .000 
Number of employees 3.561 .000 
Does your organisation develop strategic goals? 6.419 .000 
Who is responsible for setting strategic goals for the organisation? 4.778 .000 
Indicate which of the following best describes your organisation’s strategic goal 
setting practices. 
4.191 .000 
How often is the performance of the organisation assessed or measured against 
strategic goals? 
3.287 .000 
Are the strategic goals communicated to all levels of staff? 5.575 .000 
Do staff buy-in or align themselves with the strategic goals of the organisation? 3.893 .000 
Do staff give feedback with regard to the resource constraints they experience? 4.465 .000 
Does a lack of resources (or inadequate resources) contribute towards the 
performance gap of the organisation? (The performance gap being the gap 
between intended goals and realised goals of the organisation in relation to the 
turnover of the company.) 
5.599 .000 
To what degree do inadequate resources (or resource constraints) contribute 
towards the performance gap in the organisation? 
2.473 .000 
Q017_1 1.510 .021 
Q017_2 1.702 .006 
Q017_3 1.691 .007 
Q017_4 1.704 .006 
Q017_5 1.816 .003 
Q017_6 2.361 .000 
Q017_7 3.058 .000 
Q017_8 3.043 .000 
Q017_9 2.618 .000 
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Q017_10 1.986 .001 
Q017_11 2.193 .000 
Q017_12 2.003 .001 
Q017_13 1.703 .006 
Q017_14 1.814 .003 
Q017_15 2.489 .000 
Q017_16 2.589 .000 
Q017_17 2.515 .000 
Q017_18 2.144 .000 
Q017_19 2.142 .000 
Q017_20 1.814 .003 
Q017_21 2.314 .000 
Q017_22 1.810 .003 
Q017_23 1.889 .002 
Q017_24 2.134 .000 
Q017_25 3.241 .000 
Q017_26 3.053 .000 
Q017_27 2.512 .000 
Q017_28 2.910 .000 
Q017_29 1.893 .002 
Q017_30 2.595 .000 
Q017_31 2.519 .000 
Q017_32 1.981 .001 
Q017_33 2.381 .000 
Q017_34 2.033 .001 
Q018_1 1.946 .001 
Q018_2 1.802 .003 
Q018_3 2.108 .000 
Q018_4 1.941 .001 
Q018_5 1.799 .003 
Q018_6 1.838 .002 
Q018_7 1.746 .004 
Q018_8 1.773 .004 
Q018_9 2.175 .000 
Q018_10 1.848 .002 
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Q018_11 2.402 .000 
Q018_12 1.652 .009 
Q018_13 2.006 .001 
Q018_14 1.706 .006 
Q018_15 2.836 .000 
Q018_16 1.767 .004 
Q018_17 2.101 .000 
Q018_18 2.057 .000 
Q018_19 2.093 .000 
Q018_20 1.864 .002 
Q018_21 2.110 .000 
Q018_22 2.285 .000 
Q018_23 2.167 .000 
Q018_24 2.191 .000 
Q018_25 2.057 .000 
Q018_26 2.298 .000 
Q018_27 2.047 .000 
Q018_28 1.817 .003 
Q018_29 1.460 .028 
Q018_30 1.935 .001 
Q018_31 1.748 .004 
Q018_32 2.144 .000 
Q018_33 1.977 .001 
Q018_34 1.916 .001 
 
At a 5% significance level, one can reject H0 for the questions whose p-values are less 
than 0.05 and conclude that the tested variables do not come from a normal distribution. 
The implication for this is that as far as the scores are concerned, one is required to use 
non-parametric statistics. Tests such as the Mann-Whitney U test, chi-square, and the 
Kruskal Wallis test are appropriate where necessary.  
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4.9.2 KRUSKAL WALLIS TEST: QUESTION 17 
 
Coakes and Steed (2003) state that, the non-parametric counter part of the one way 
analysis of variance (ANOVA) is the Kruskal Wallis test. The Kruskal Wallis test is used to 
assess differences in the location or median scores within the levels of a factor with 
respect to a particular variable. The results are summarized below 
 
H0: There is no difference in the median score of the intangible, capabilities, and tangible 
resources. 
 
H1: There is a difference in the median score of the intangible, capabilities and tangible 
resources. 
 
Table 4.15: KRUSKAL WALLIS TEST: Question 17 
 
 Score  
Chi-Square 2.662 
df 2 
Asymp. Sig. .264 
 
At the 5% significance level, since the p-value is greater than 0.05, one can accept H0 and 
conclude that there is no difference in the median score of the intangible, capabilities and 
tangible resources.  
 
4.9.3 KRUSKAL WALLIS TEST: QUESTION 18 
 
H0: There is no difference in the median score of the intangible, capabilities and tangible 
resources. 
 
H1: There is a difference in the median score of the intangible, capabilities and tangible 
resources. 
 
Table 4:16: KRUSKAL WALLIS TEST: Question 18 
 Score 
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Chi-Square 8.867 
df 2 
Asymp. Sig. .012 
 
At the 5% significance level, since the p-value is less than 0.05, one can reject H0 and 
conclude that there is a difference in the median score of the intangible, capabilities and 
tangible resources.  
 
4.10 FACTOR ANALYSIS – QUESTION 17 
 
A factor analysis was carried out in this study as an exploratory tool in order to reduce a 
set of items to a smaller set that adequately explains the data and could account for being 
a set of sub constructs. The principal components method was used with Varimax rotation. 
 
In Table 4:18 below, the cumulative variance explained by 9 factors is 74.66% and all of 
these 9 factors have Eigenvalues over 1. The scree plot also confirms the existence of the 
9 factors. The first factor accounts for 34.33% of the variation. This is normally the case in 
factor analysis. In conjunction with the scree plot, the rotated loadings table is examined to 
determine which questions are not loading at all on the factors and could be eliminated 
from the data set to re-run the factor analysis if necessary. KMO and Bartlett’s tests 
indicated a significant p-value at the 5% level of significance hence the factor analysis is 
suitable for the data in order to identify the lack of resources that an organisation 
experiences.  
 
Table 4.17: KMO and Bartlett's Test 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy .823 
Bartlett's Test of Sphericity 
Approx. Chi-Square 2512.191 
Df 561 
Sig. .000 
 
 
Table 4.18: Total Variance Explained 
Component Initial Eigenvalues Extraction Sums of Squared 
Loadings 
Rotation Sums of Squared 
Loadings 
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Total % of 
Variance 
Cumulative 
% 
Total % of 
Variance 
Cumulative 
% 
Total % of 
Variance 
Cumulative 
% 
1 11.673 34.331 34.331 11.673 34.331 34.331 3.769 11.086 11.086 
2 2.985 8.780 43.112 2.985 8.780 43.112 3.542 10.418 21.505 
3 2.451 7.209 50.320 2.451 7.209 50.320 3.270 9.618 31.122 
4 1.839 5.408 55.728 1.839 5.408 55.728 3.147 9.256 40.378 
5 1.562 4.595 60.323 1.562 4.595 60.323 2.659 7.821 48.199 
6 1.466 4.312 64.635 1.466 4.312 64.635 2.609 7.673 55.872 
7 1.297 3.814 68.449 1.297 3.814 68.449 2.289 6.731 62.603 
8 1.099 3.231 71.680 1.099 3.231 71.680 2.051 6.031 68.634 
9 1.013 2.980 74.659 1.013 2.980 74.659 2.049 6.025 74.659 
10 .943 2.773 77.432       
11 .812 2.388 79.820       
12 .695 2.045 81.865       
13 .682 2.006 83.870       
14 .632 1.858 85.728       
15 .545 1.602 87.330       
16 .458 1.347 88.677       
17 .416 1.224 89.902       
18 .411 1.209 91.111       
19 .359 1.056 92.167       
20 .335 .985 93.152       
21 .312 .917 94.068       
22 .308 .905 94.973       
23 .261 .767 95.740       
24 .248 .729 96.469       
25 .210 .619 97.088       
26 .180 .529 97.616       
27 .155 .457 98.074       
28 .137 .404 98.478       
29 .119 .351 98.828       
30 .108 .319 99.147       
31 .092 .270 99.417       
32 .086 .253 99.670       
33 .060 .177 99.848       
34 .052 .152 100.000       
Extraction Method: Principal Component Analysis. 
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Figure 4.16: Scree Plot 
 
 
Most of the literature suggests that a factor loading of 0.3 or greater can be considered 
significant (Kline 1994). Given the large number of items in the scale, it is advisable to 
adopt the principle of factor loadings of 0.4 or higher as significant, otherwise the number 
of items in the data set will not be reduced and the key reason/purpose of factor analysis 
which is to reduce the number of items to a comprehensible set of items, will be defeated. 
None of the items needed to be dropped since their loadings were 0.4 and above. 
 
Table 4.19: Rotated Component Matrixa 
 Component 
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1 2 3 4 5 6 7 8 9 
Component 1: Human Resources          
Inadequate human resources – Talents (Highly 
specialised skills) 
.788 .141 .080 -.043 .205 .192 .050 -.009 .071 
Inadequate capabilities to use/leverage human 
resources 
.698 .275 -.079 .198 .172 .043 .027 .024 .038 
Inadequate human resources – Experience .660 .085 .147 -.108 -.041 -.099 .271 .344 -.092 
Inadequate human resources – Lack of 
qualifications 
.637 .053 .148 -.059 .349 .170 -.213 .221 -.138 
Inadequate human resources - Skills (Required 
job skills) 
.623 -.259 .223 -.029 .107 .230 .147 .086 .365 
Inadequate knowledge resources (know-how)  .580 .205 -.037 .238 -.098 .072 .230 .048 .573 
Lacking capabilities (skills, processes and 
systems) to use the knowledge that individuals 
possess 
.504 .192 -.032 .344 .056 .180 .263 .280 .265 
Component 2:  Service          
Lacking family-friendly work policy .107 .748 .080 .014 .330 -.162 .043 .162 .247 
Lacking the capabilities to create a service 
climate 
.183 .742 .039 .213 .235 .371 .196 .033 .053 
Lacking customer-related interactions .150 .726 .123 .324 .071 .100 .209 .061 .118 
Lacking a service climate or service orientation .163 .709 .011 .127 .193 .449 .266 .116 .076 
Component 3:  Financial          
Inadequate financial resources – Access to 
overdraft facilities 
-.010 .036 .885 -.023 .075 .020 .125 .126 .033 
Inadequate financial resources – Working capital .213 -.132 .754 .096 -.011 .103 .261 .033 .061 
Inadequate financial resources – Equipment 
finance 
-.022 .324 .751 .343 -.011 .018 -.028 .002 .117 
Inadequate equipment .102 .136 .563 .390 .140 .226 -.276 .127 -.003 
Lacking relationship with bankers .016 .232 .440 .174 .284 .213 .369 .012 .339 
Component 4: Assets          
Inadequate financial resources – Property 
finance 
.060 .135 .347 .755 .126 .112 .114 -.236 .096 
Inadequate immoveable property base -.002 .084 .167 .749 .132 -.076 .071 .174 .155 
Inadequate resources to achieve economies of 
scale 
.077 .394 .182 .584 -.044 .405 .213 -.002 -.223 
Lacking cost reduction capabilities .150 .242 -.152 .568 .224 .357 .105 .329 .120 
Inadequate computer hardware technology -.032 .271 .259 .503 .262 .183 .188 .230 .385 
Component 5:  Lack of managerial skills          
Lacking managerial competence and capacity .305 .224 -.008 .160 .774 .180 .233 .137 .065 
Lacking capabilities to use managerial expertise 
of the organisation  
.354 .330 .039 .133 .684 .092 .167 .153 .029 
Lacking technological capabilities (capability to 
use technology that the organisation possess) 
.148 .315 .193 .188 .629 .238 -.143 .014 .401 
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Lacking capability to manage financial resources 
of the organisation  
.057 .077 .390 .306 .509 .115 .361 .027 .143 
Component 6: Innovation          
Lacking capabilities (skills, processes and 
systems) to innovate/exploit resources in 
innovative ways 
.196 .195 .159 .112 .103 .806 .069 .054 .157 
Inadequate innovation resources .477 .009 .078 .284 .134 .643 .248 -.008 .031 
Lacking staff policies and procedures .011 .148 .113 -.069 .307 .578 .068 .122 .450 
Component 7:  Marketing skills          
Lacking marketing capabilities .199 .295 .165 .138 .072 .109 .726 .076 .049 
Lacking reputation (brand, company, individual 
reputation) 
.062 .426 .118 .109 .195 .219 .677 .005 .102 
Inadequate human resources – Number of staff .231 -.056 .364 .147 .209 .022 .391 .050 -.170 
Component 8:  Staff Attrition          
Unacceptable staff turnover .139 .084 .116 -.026 .092 -.014 .116 .817 .128 
Unacceptable staff absenteeism .160 .077 .068 .176 .087 .122 -.063 .816 .112 
Component 9: Training          
Inadequate staff training and training facilities .071 .185 .107 .191 .163 .175 -.032 .260 .732 
 
Principal component analysis was applied to responses of the thirty-four item 
questionnaire.  The principal component method was used to extract the components and 
this was followed by a varimax (orthogonal) rotation.  Only the first nine components 
exhibited Eigenvalues greater than or near 1; results of a screen test also suggested that 
only the first nine were meaningful.  Therefore, only the first nine components were 
retained for rotation.  Combined, the first nine components accounted for 74% of the total 
variance.  Questionnaire items and corresponding factor loadings are represented in table 
4.19.  In interpreting the rotation factor pattern, an item was said to load on a given 
component if the factor loading was 0.40 or greater for that component and less than 0.40 
for the other.  Using these criteria, seven items were found to load on the first component 
which was subsequently labelled “human resources”.  Four items loaded on the second 
component, labelled “service” and five items loaded on the third component labelled 
”financial”.  Five items loaded on the forth component, labelled “assets” and four items 
loaded on the fifth component labelled "lack of managerial skills”.  Similarly, three items 
loaded on the sixth component, labelled “innovation” and three items loaded on the 
seventh component labelled "Marketing skills”.  Component eight and nine contain 
loadings of two and one respectively.   
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 In conclusion, the factor analysis has grouped the data into 9 different factors with the first 
3 factors accounting for the most amount of variation in the data, as is the case in Factor 
analysis.  
 
These 9 factors have been labelled as: 
1. Human resource 
2. Service 
3. Financial 
4. Assets 
5. Lack of managerial skills 
6. Innovation 
7. Marketing skills 
8. Staff attrition 
9. Training 
 
Thus, the findings show that the 3 most important factors in the current scientific setting 
were Human resource, Service and Financial factors. 
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4.11 CONCLUSION 
 
This chapter discussed the findings of the quantitative study conducted on small to 
medium businesses in the Pietermaritzburg metropolitan area via the use of electronic 
questionnaires.   
 
The first section outlined the graphical and descriptive statistics and the types of 
businesses.  This included a description of the organisations’ development and 
management of the strategic goals they set themselves.  The types of resource constraints 
that staff believe contribute to the strategy-to-performance gap, was solicited.  The next 
section   discussed the degree to which a lack of resources contributes to the performance 
gap in an organisation, and the overall means test, followed by an outline of the resource 
constraints that organisations experience.  
 
The chapter also outlined the modal types of business ownerships surveyed and issues of 
activity, number of employees, number of years owned, and the constraints in resources 
that staff experience.    
 
Validity and reliability was established through an analysis of Cronbach's Alpha. The type 
of statistical tests whether parametric or non-parametric tests were carried out via the 
Kolmogorov-Smirnov test. The Kruskal Wallis test, factor analysis, concluded that the data 
would provide an accurate and interpretable result. 
 
Lastly, a factor analysis was conducted using the Kaiser-Meyer-Olkin measure of sampling 
adequacy to show that the data was valid and suitable to identify the lack of resources that 
organisations experience. 
 
Chapter five will draw conclusions to the study and make recommendations for possible 
future research.  
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5 CONCLUSIONS AND RECOMMENDATIONS 
 
5.1 INTRODUCTION 
 
The objectives of this study as outlined in Chapter 1 was to determine the specific types of 
resource constraints that organisations face, the degree to which each type of constraint 
impacts on achieving desired business goals, and to determine whether owners objectively 
measure, or simply perceive resource constraints as the main reason for not achieving 
promised goals. 
 
This chapter summarises the findings, reliability, and validity of the research followed by 
the limitations of the study, and finally the research conclusions and recommendations. 
 
5.2 OUTLINE OF THE FINAL CHAPTER 
 
The main sections of this chapter are depicted in Figure 5.1 below: 
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Figure 5.1: Layout of Chapter 5 
 
 
 
 
 
 
 
5.1: INTRODUCTION 
↓ 
5.2: OUTLINE OF THE CHAPTER 
↓ 
5.3: DISCUSSION ON FINDINGS 
5.3.1 The specific types of resource constraints that organisations face 
5.3.2 To determine the degree to which each type of resource constraint 
impacts on achieving promised goals 
5.3.3 Determine which resource constraints are objectively measured or 
subjectively measured 
↓ 
5.4: RELIABILITY AND VALIDITY 
↓ 
5.5: LIMITATIONS OF THE STUDY 
↓ 
5.6: RESEARCH CONCLUSIONS AND RECOMMENDATIONS 
 
 
 
5.3 DISCUSSION ON FINDINGS 
 
The purpose of the study was to determine the types and levels of inadequate or 
unavailable resources that lead to strategy-to-performance gaps in SMEs in the 
Pietermaritzburg metropolitan area.   
 
In most organisations today there is a performance gap (Miller 1997). This gap can and 
must be closed for the benefit and survival of the organisation. This study focused on 
 
CHAPTER5: CONCLUSION AND 
RECOMMENDATIONS 
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identifying this gap in terms of strategic goals and their characteristics, as well as the 
resource constraints that contribute towards this gap. 
 
The study showed that development of, communication about, and implementation of 
strategic goals are areas that the businesses can improve on.  It is also imperative that the 
businesses have constant meetings where goals are measured and any shortcomings 
involving resource constraints are reported by the staff to management (Busi & Bititci 
2006). This in turn will diminish the constant widening of the performance gap as 
organisations can implement remedial measures to overcome constraints (Mankins & 
Steele 2006). 
 
There are differences in the importance of resource constraints i.e. tangibles, intangibles, 
and capabilities (Grant 2005).  Tangibles are clearly different from intangibles and 
capabilities.  The results of the survey, in section 4, show that the main resource 
constraints fall into tangible and intangible categories. 
 
5.3.1 THE SPECIFIC TYPES OF RESOURCE CONSTRAINTS THAT 
ORGANISATIONS FACE 
 
The top five identified resource constraints that contribute towards the performance gap 
were:  
 
1. Inadequate financial resources – Access to overdraft facilities (Tangible)   
2. Inadequate financial resources – Working capital (Tangible)  
3. Inadequate human resources – Talents (Highly specialised skills) (Intangible)  
4. Inadequate human resources – Experience (Intangible)  
5. Inadequate financial resources – Equipment finance (Tangible) 
 
 It is thus evident that organisations need to be diligent in finding ways to overcome these 
constraints. An obvious recommendation would be to invest finances into the latter.  
Mechanisms need to be found which enable organisations to access financial resources 
from major lending institutions in the country. 
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5.3.2 THE DEGREE TO WHICH EACH TYPE OF RESOURCE CONSTRAINT 
IMPACTS ON ACHIEVING PROMISED GOALS 
 
In question 16 the respondents were requested to indicate the degree to which a lack of 
resources contributed towards the performance gap of the organisation.   
 
The results show that 72.2% of the respondents agreed that inadequate resources 
contribute to 21% - 60% of the performance gap in the organisation. 
 
5.3.3 THE DEGREE TO WHICH RESOURCE CONSTRAINTS ARE OBJECTIVELY 
OR SUBJECTIVELY MEASURED 
 
As far as objectively or subjectively measuring resource constraints is concerned, the 
results reveal that the top five constraints which are objectively measured were: 
  
1. Inadequate financial resources – Access to overdraft facilities (Tangible) 
2. Inadequate financial resources – Working capital (Tangible) 
3. Inadequate financial resources – Equipment finance (Tangible)  
4. Inadequate human resources – Lack of qualifications (Intangible) 
5. Inadequate human resources - Skills (Required job skills) (Intangible)  
 
The top five resource constraints that are subjectively measured were:  
 
1. Lacking reputation (brand, company, individual reputation) (Intangible) 
2. Lacking family-friendly work policies (Intangible) 
3. Lacking capabilities to use managerial expertise of the organisation (Capabilities) 
4. Lacking capability to manage financial resources of the organisation (Capabilities)  
5. Lacking capabilities to create a service climate (Capabilities).  
 
The extent to which these constraints contribute towards the performance gap within the 
ambit of the surveyed organisations cannot be overemphasised (Mankins & Steele 2006). 
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Finally the results also reveal that strategic goals are an integral aspect of productivity in 
creating competitive advantage and success in an organisation and will continue to be so. 
The performance gap should constantly be measured and forums need to be created to 
educate and inform young and growing businesses of this fact in the face of resource 
constraints.  
 
5.4 RELIABILITY AND VALIDITY OF THE RESEARCH 
 
The reliability of a questionnaire is concerned with the robustness of it providing consistent 
results should it be measured at different times and under different circumstances.  
Cronbach’s Alpha reliability test showed that the reliability was deemed to be excellent.  
 
Validity in relation to this study refers to the ability of the questionnaire to measure what it 
was intended to measure. To test the validity of the data and its suitability, a factor 
analysis was performed based on the Kaiser-Meyer-Olkin and Bartlett’s test and the 
questionnaire was proved to be a valid measuring instrument and the data obtained 
suitable for identifying the lack of resources which organisations face.  The 9 components 
identified were labelled as follows: 
1. Human resource 
2. Service 
3. Financial 
4. Assets 
5. Lack of managerial skills 
6. Innovation 
7. Marketing skills 
8. Staff attrition 
9. Training 
 
5.5 LIMITATIONS OF THE STUDY 
 
The study focused on the database of the PCB, widely recognised as representative of the 
business community in Pietermaritzburg.  A limitation of the study was that it excluded 
organisations that are not members of chamber.   The questionnaires were electronically 
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dispatched through LimeSurvey on a token- based system, however, a limitation could 
arise if a respondent did not complete the survey but delegated someone else to  do it. 
 
A further limitation was the sample size.  A larger sample size would have been preferable 
and this should be taken into consideration for future research since more advanced 
modelling techniques such as structural equation modelling and further linear and 
generalized linear models may have proven to be valuable for larger sample sizes.  
 
5.6 RESEARCH CONCLUSIONS AND RECOMMENDATIONS 
 
The research clearly shows that financial and human resources are the major factors that 
constrain organisations and that these contribute towards strategy-to-performance gaps.   
 
The financial resources of an organisation are the funds required for the organisation’s 
activities whether they are for short, medium, or long term finance (Thompson and Martin 
2005).  The organisations surveyed, being small to medium enterprises, identified lack of 
financial resources as working capital, overdraft facilities, and equipment finance, which 
are all at the very core of business activity.  Furthermore, the high incidence of lack of 
financial resources is perhaps indicative that finance is difficult to source, indicating that 
mechanisms should be implemented to encourage and assist organisations to access 
finance for their operations.  This would include the ability to assess and balance risk and 
profitability to the best advantage of all the parties concerned.  Lastly, mentorship and 
training programmes by financial institutions should be encouraged to a much greater 
extent. 
 
Human resources, on the other hand, provide the productive services that all organisations 
require to survive and prosper.  They are unique because organisations do not own them.  
It is only through individual skills, knowledge, learning abilities, and thinking abilities that 
people can significantly contribute to value creation in organisations.  Organisational 
cultures, too, are collectively determined by leadership and employees.  It is the 
capabilities of human resources to manage complex combinations of assets and 
processes that organisations use to transform inputs into outputs (Grant 1991, Grant 2005)     
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In conclusion, it is recommended that this study be replicated in major metropolitan areas 
in South Africa  to compare the results of this study with local findings in general, and with 
the findings of Marakon and Steel (2005) in particular.    
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ANNEXURE 1 - QUESTIONNAIRE 
 
UNIVERSITY OF SOUTH AFRICA 
DEPARTMENT OF BUSINESS MANAGEMENT 
QUESTIONNAIRE 
 
My name is Bill Norval and I am a student currently registered for the Master of 
Technology Degree in Business Management at the University of South Africa, Pretoria. 
The purpose of this study is to determine the types and levels of inadequate or unavailable 
resources that lead to the strategy-to-performance gap.   
 
Please note that your name will not be included in the final report as only summary 
information from all questionnaires will be included.  Your anonymity and confidentiality is 
of utmost importance and will be maintained throughout the study. 
 
I therefore kindly request your participation in this survey by completing the questionnaire 
that follows and ticking the boxes where applicable, which should take no more than 10 – 
15 minutes.  Your participation in this project is entirely voluntary.  You may refuse to 
participate or withdraw from the project at any time.  Your time and effort in participating in 
this study is much appreciated.  
 
My academic supervisor is Mr. Francois Crafford, based in the School of Economics and 
Business Management who will gladly verify consent from UNISA to conduct this research.  
His contact telephone number is 012 429 4545 and his e-mail address is 
crafff@unisa.ac.za.  The same contact information may be used if you wish to report any 
breach of confidentiality or breach of research ethics during this survey. 
 
My contact number is 084 580 2299 and my e-mail address is 
8238006@mylife.unisa.ac.za. 
 
Thank you very much for your participation, it is greatly appreciated. 
There are 18 questions in this survey. 
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SECTION 1:  ORGANISATIONAL INFORMATION 
 
Please note that the shaded blocks are for office use and must not be completed. 
Respondent Number:……….. 
 
In all of the following questions, please choose one option of the following: 
1. TYPE OF OWNERSHIP: 
 Proprietor               1 Q001  
 Partnership                      2 Q002  
 Close Corporation – “CC” 3 Q003  
 Non-Profit Company – “NPC” 4 Q004  
 Personal Liability Company (Section 11(3)(c)) - “Incorporated” 5 Q005  
 Private company - (Propriety Limited) - “(Pty) Ltd” 6 Q006  
 Public Company - “Limited” 7 Q007  
 
2. YEARS OWNED THE BUSINESS 
 Less than 1 year 1 Q008  
 Between 1-5 years 2 Q009  
 Between 6-10 years 3 Q010  
 Between 11-15 years 4 Q011  
 More than 15 years 5 Q012  
 
3. TYPE OF BUSINESS ACTIVITY 
 Manufacturing 1 Q013  
 Construction 2 Q014  
 Retail, Motor Trade and Repair Services 3 Q015  
 Wholesale Trade, Commercial Agents and Allied Services 4 Q016  
 Catering, Accommodation and other Trade 5 Q017  
 Transport, Storage and Communications 6 Q018  
 Finance and Business Services 7 Q019  
 Community, Social and Personal Services 8 Q020  
 Other:  Please specify 9 Q021  
 
4. OTHER TYPES OF BUSINESS ACTIVITY 
Only answer this question if the following conditions are met: 
Answer was “Other: Please specify” to question 3.  
 
 
5. NUMBER OF EMPLOYEES 
 1 to 5 1 Q022  
 6 to 20 2 Q023  
 21 to 50 3 Q024  
 51 to 200 4 Q025  
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 More than 200 5 Q026  
 
SECTION 2:  STRATEGIC GOALS 
 
This section deals with questions relating to strategic management and goal setting.  Strategic management 
deals with the intended or emergent initiatives taken by owners involving the utilisation of resources to 
enhance performance.  Any shortfall between set goals and actual achievement is known as a “strategy-to-
performance gap” and some of the shortfall is due to lack of resources in the company. 
 
The questions that follow are an attempt to understand what these lack of resources are in relation to the 
turnover of the company. 
 
6. Does your organisation develop strategic goals? 
 Yes 1 Q027  
 No 2 Q028  
 
7. Who is responsible for setting the strategic goals for the organisation? 
 Top management or owners  1 Q029  
 Owners and middle managers 2 Q030  
 Owners, middle managers, and lower level managers 3 Q031  
 Owners, middle managers, lower level managers, and employees 4 Q032  
 
8. Indicate which of the following best describes your organisations strategic goal setting 
practices.  
Choose one of the following answers. 
Strategic objectives have not been deliberately developed but evolve over 
time 
1 Q033  
Strategic objectives have been deliberately developed, but are not explicitly 
documented and communicated 
2 Q034  
Strategic objectives have been developed and documented/communicated 3 Q035  
Other methods are used to set strategic objectives   4 Q036  
 
9. Briefly describe your practice of developing strategic goals.  
Only answer this question if the following conditions are met: 
Answer was “Other method is used to set Strategic objectives” to question 8.  
 
 
10. How often is the performance of the organisation assessed or measured against strategic goals? 
Choose one of the following answers 
 Weekly 1 Q037  
 Monthly 2 Q038  
 Quarterly 3 Q039  
 Every six months 4 Q040  
 Performance against goals are not reviewed 5 Q041  
 
11. Are the strategic goals communicated to all levels of staff? 
 Yes 1 Q042  
 No 2 Q043  
 
12. Do staff buy-in or align themselves with the strategic goals of the organisation? 
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Choose one of the following answers 
 Yes 1 Q044  
 No 2 Q045  
 They are indifferent 3 Q046  
 
13. Do staff give feedback with regard to resource constraints they experience?  
 Yes 1 Q047  
 No 2 Q048  
 
14. If the answer to 11 above is “yes”, what constraint is reported most often which is a constraint 
on performance? 
Please enter the constraint on performance below: 
 
 
15. Does a lack of resources (or inadequate resources) contribute towards the performance gap of 
the organisation?  The performance gap being the gap between intended goals and realised 
goals of the organisation in relation to the turnover of the organisation. 
 Yes 1 Q049  
 No 2 Q050  
 
16. To what degree do inadequate resources (or resource constraints) contribute towards the 
performance gap of the organisation?   
Choose one of the following answers 
 1-20% 1 Q051  
 21-40% 2 Q052  
 41-60% 3 Q053  
 61-80% 4 Q054  
 81-100% 5 Q055  
 
SECTION 3:  RESOURCE TYPES 
 
The aim of this section is to measure (quantify) the types of resources that the organisation does 
NOT possess and which contributes to the performance gap of the organisation in relation to the 
turnover of the organisation.   
 
The types of resources measured in this section are tangible (fixed assets on a balance sheet), 
intangible resources (those resources that one cannot touch) and organisational capabilities (the 
capacity to deploy resources through processes and skills that change or transform inputs to 
outputs). 
 
17. Please indicate the degree to which the lack of a resource contributes towards the performance 
gap of the organisation.   
Please indicate whether the degree to which the lack of resource contributes is very low (1), low 
(2), moderate (3), high (4) or very high (5).  
Inadequate human resources – Number of staff 1 2 3 4 5 Q056  
Inadequate human resources – Lack of qualifications 1 2 3 4 5 Q057  
Inadequate human resources - Skills (Required job 
skills) 
1 2 3 4 5 Q058  
Inadequate human resources – Talents (Highly 
specialised skills) 
1 2 3 4 5 Q059  
Inadequate human resources – Experience 1 2 3 4 5 Q060  
Inadequate capabilities to use/leverage human 
resources 
1 2 3 4 5 Q061  
Unacceptable staff turnover 1 2 3 4 5 Q062  
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Unacceptable staff absenteeism 1 2 3 4 5 Q063  
Lack of staff policies and procedures 1 2 3 4 5 Q064  
Inadequate staff training and training facilities 1 2 3 4 5 Q065  
Inadequate knowledge resources (know-how) 1 2 3 4 5 Q066  
Lack of capabilities (skills, processes and systems) to 
use the knowledge that individuals possess 
1 2 3 4 5 Q067  
Inadequate innovation resources 1 2 3 4 5 Q068  
Lack of capabilities (skills, processes and systems) to 
innovate/exploit resources in innovative ways 
1 2 3 4 5 Q069  
Lack of reputation (brand, company, individual 
reputation) 
1 2 3 4 5 Q070  
Lack of a service climate or service orientation 1 2 3 4 5 Q071  
Lack of capabilities to create a service climate 1 2 3 4 5 Q072  
Lack of marketing capabilities 1 2 3 4 5 Q073  
Inadequate resources to achieve economies of scale 1 2 3 4 5 Q074  
Lack of cost reduction capabilities 1 2 3 4 5 Q075  
Inadequate financial resources – Property finance 1 2 3 4 5 Q076  
Inadequate financial resources – Equipment finance 1 2 3 4 5 Q077  
Inadequate financial resources – Working capital 1 2 3 4 5 Q078  
Inadequate financial resources – Access to overdraft 
facilities 
1 2 3 4 5 Q079  
Lack of capabilities to manage financial resources of 
the organisation  
1 2 3 4 5 Q080  
Lack of relationship with bankers 1 2 3 4 5 Q081  
Lack of customer-related interactions 1 2 3 4 5 Q082  
Inadequate immoveable property base 1 2 3 4 5 Q083  
Inadequate equipment 1 2 3 4 5 Q084  
Lack of family-friendly work policies 1 2 3 4 5 Q085  
Inadequate computer hardware technology 1 2 3 4 5 Q086  
Lack of technological capabilities (capability to use 
technology that the organisation possess) 
1 2 3 4 5 Q087  
Lack of managerial competence and capacity 1 2 3 4 5 Q088  
Lack of capabilities to use managerial expertise of the 
organisation  
1 2 3 4 5 Q089  
 
SECTION 4:  MEASURING RESOURCE CONSTRAINTS 
 
18. Using the scale below indicate the degree to which the lack of resources is measured.  The two 
opposing positions on the scale are (1) subjectively measured (lack of resources is perceived) 
and (5) objectively measured (lack of resources can be quantified in number terms).  
Subjectively measured (1) (2) (3) (4) (5) objectively measured. 
Inadequate human resources – Number of staff 1 2 3 4 5 Q090  
Inadequate human resources – Lack of qualifications 1 2 3 4 5 Q091  
Inadequate human resources - Skills (Required job 
skills) 
1 2 3 4 5 Q092  
Inadequate human resources – Talents (Highly 
specialised skills) 
1 2 3 4 5 Q093  
Inadequate human resources – Experience 1 2 3 4 5 Q094  
Inadequate capabilities to use/leverage human 
resources 
1 2 3 4 5 Q095  
Unacceptable staff turnover 1 2 3 4 5 Q096  
Unacceptable staff absenteeism 1 2 3 4 5 Q097  
Lack of staff policies and procedures 1 2 3 4 5 Q098  
Inadequate staff training and training facilities 1 2 3 4 5 Q099  
Inadequate knowledge resources (know-how) 1 2 3 4 5 Q100  
Lack of capabilities (skills, processes and systems) to 
use the knowledge that individuals possess) 
1 2 3 4 5 Q101  
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Inadequate innovation resources 1 2 3 4 5 Q102  
Lack of capabilities (skills, processes and systems) to 
innovate/exploit resources in innovative ways) 
1 2 3 4 5 Q103  
Lack of reputation (brand, company, individual 
reputation) 
1 2 3 4 5 Q104  
Lack of a service climate or service orientation 1 2 3 4 5 Q105  
Lack of capabilities to create a service climate 1 2 3 4 5 Q106  
Lack of marketing capabilities 1 2 3 4 5 Q107  
Inadequate resources to achieve economies of scale 1 2 3 4 5 Q108  
Lack of cost reduction capabilities 1 2 3 4 5 Q109  
Inadequate financial resources – Property finance 1 2 3 4 5 Q110  
Inadequate financial resources – Equipment finance 1 2 3 4 5 Q111  
Inadequate financial resources – Working capital 1 2 3 4 5 Q112  
Inadequate financial resources – Access to overdraft 
facilities 
1 2 3 4 5 Q113  
Lack of capabilities to manage financial resources of 
the organisation  
1 2 3 4 5 Q114  
Lack of relationship with bankers 1 2 3 4 5 Q115  
Lack of customer-related interactions 1 2 3 4 5 Q116  
Inadequate immoveable property base 1 2 3 4 5 Q117  
Inadequate equipment 1 2 3 4 5 Q118  
Lack of family-friendly work policies 1 2 3 4 5 Q119  
Inadequate computer hardware technology 1 2 3 4 5 Q120  
Lack of technological capabilities (capability to use 
technology that the organisation possess) 
1 2 3 4 5 Q121  
Lack of  managerial competence and capacity 1 2 3 4 5 Q122  
Lack of capabilities to use managerial expertise of the 
organisation  
1 2 3 4 5 Q123  
 
Thank you for completing the survey. 
 
Submit your survey. 
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